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" ; September 30, 1977

Dr, Bert T. King

Office of Naval Research
800 N. Quincy Street

Code 452

Arlington, Virginia 22217

Dear Dr. King:

We are pleased to submit the final report "Exploratory
Development Research of U.8. Navy/Marine Corps Persgonnel,
Phamse 1, Factors Affecting Attrition" prepared under Contract
No. N000l4-76~C=0937.

\
Y ? The objectives of the research were to provide the Navy
L s and the Marine Corps with an up-to-date profile of those en-
b i listed personnel who leave the Service prior to successfully
i i completing their f£irst enlistment, as well as to present ~ur=

:f @ ’ rgnt information on factors that are contributing to the attri-
B ¢ tion.,

N 'y

k i This report summarizes the results of a survey of approxi-
K g mately 1,000 first=term enlisted men and 100 non-commissioned

b officers in the Navy and Marine Corpas. Information about ex-
A periences hefore and after enlisting, attitudes about various
¢ features of the military, and demographic characteristics of
respondents were obtained.

2 L The survey results were summarized and cross-tabulated
; with several key variables. A stepwise-multiple regression
I g was also used to determine the relative influence of each -
variable and the cumulative effaect of the variables as a whole. h
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The analysis of the qualitative results was conducted by ﬁ
Dr. James Murphy and Mr, Gerald McConeghy under the direction ’
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Dr. Bert T. King
September 30, 1977
Page Two

of Dr., Marshall G. Greenberg, a Senior Vice President of Booz,
Allen & Hamilton Inc., and a recognized authority in mathe-
matical psychology. Dr. Murphy received his Ph.D. degree in
Communications from the Annenberg School of Communications at

the University of Pennsylvania with specialization in the so-
cial psychology of communications and in organizational be-
havior. He has taught courses in research and has had con-
siderable experience in the design and analysis of qualitative
and quantitative research studies, Mr, McConeghy earned his

M.A. degree in Social Psychology at Temple University. At the
time the present project was conducted, he was working on his
doctoral dissertation in the sociology department. His previous
2. I experience at Booz, Allen included several projects incorporating
b : the conduct and analysis of individual and group depth interviews,
i . as well as survey research studies. Dr. Greenberg received his

A I Ph.D. degree in Mathematical Psychclogy from the University of

' , Michigan, and later served on the faculty of the Univarsity of

! Minnesota teaching statistics and mathematical psychology. He is
2 currently Vice President of the American Marketing Association,

a member of the editorial boards of the Journal of Marketing Re- y
gearch, Research on Consumer Behavior, and is an Associate Editor )
of Management Sclence. He 1is also a former Chairman of the sub-~ '
saction on Statlstics in Marketing of the American Statistical
Association.
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We are confident that this report meets the objectives of
the study and feel that these data will be useful in assisting
the Navy/Marine Corps in developing management options tn gain
control of the early attrition problem,
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We wish to extend our appreciation for the excellent coopera-
tion extended to our team throughout the course of the assignment.

A ; If you should have any questions, please do not hesitate to

call.
Very truly y
L / j —
R -2:‘47/&&-‘ C'_ .~ ‘e,‘.z a >y 2}

1 { BOOZ*ALLEN & HAMILTON Inc. ]
. Francis E. Pearson

i 3 Project Engineer
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] g - Rhodes BoyRin, Jr. !
! y Vice President A
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EXECUTIVE SUMMARY

I. STUDY OBJECTIVES

This report summarizes the results of a survey of
approximately 1,000 enlisted men and 100 non-commissioned
officexrs in the Marine Corps and Navy. The survey was

an exploratory research project into the causes of non-
academic attrition of first-term enlisted men. The re-
search project aimed at the following objectives:

} e ldentifying factors, especially military organi=-
| zational features, that influence attrition,

e Determining if the causes for attrition are the
same for recruits and for men in operational units

(xegular duty) .

i
k e Determining why some groups, like non-high school j
g graduates and blacks, have higher rates of attrition |
¢ than other groups. #

b

e e

® Comparing the views of attriters and supervisors con=
cerning attrition.

e Evaluating the reaction of attriters and supervisors
to suggested organizational changes aimed at reduc-

ing attrition.

S R T kel et et ey e T

II. A _BRIEF OVERVIEW OF METHODOLOGY

Confidential personal interviews were conducted at military
bases by trained civilian women using a structured ques-
! tionnaire. Information about experiences bafore and
| after enlisting, attitudes about various features of the
military, and demographic characteristics of respondents
were obtained. The interviews lagted approximately one

hour.

:
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4 The twelve groups of Navy/Marine Corps enlisted men :
) interviewed included recruits and men on regular 3
duty, both adjusted and attriters,* and supervisors b
: in each service. Table 1 is a description of the
. respondent groups. In the case of Navy regular duty
adjusted personnel, considerations outside the purview b
1 of the contractor precluded obtaining interviews from ]
A personnel currently assigned to operational fleet
units. In lieu thereof, first term enlisted men
undergoing instruction of Naval Schocls Command, Great
2 Lakes, whose priour assignment was aboard ship were
X interviewed. These men were asked to respond to the $
;f questionnaire from the viewpoint of their life aboard ship. '

| The survey results were summarized and cross-tabulated :
- ‘ with several key variables. A stepwise multiple regres~- -
- : sion analysis was also used to determine the relative b
19 : influence of each variable and the cumulative influence

A i of several variables. The results presented throughout
v : the report are formatted in conventional cross=tabulation
-8 2 type of tables. The more sophisticated multiple regres-
4 sion is presented in Appendix A. The two presentations
K i are, of course, consistent.

Er s

e

IIT. A SUMMARY OF MAJOR FINDINGS

- ¢ A. General Findings Concerning Attrition

B ; It should be noted that these findings and all

) : others cited in the report are based on data from
g : the sample, which was in turn developed within E
‘ constraints placed on the number and location of 3
respondents. In addition, it should be recognized .
B ‘ that the responses of the attriters are essentially
3 i "exit interviews" of men leaving the service under A
by adverse conditions. Since these men may have -
, negative feelings against the organization dis-

i charging them, their individual comments regarding
. what occurred may not represent totally accurate

4 ; accounts of what actually took place in all cases.

3 : Finally, data derived from an opinion or attitude

i type survey is by nature subijective. 1In view of

| . * Adjusted pergonnel are generally men who are in con-
) formance with service regulations., Attriters are men who
are in the process of beinn discrarged for misconduct.

-2~
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this, caution must be exercised in interpreting
without reservation the perceptions of respondents
as objective reality.

It is well recognized, therefore, that the sample
on which this study is based in not the ideal
random sample. The researchers canrot state with
a statistically high level of confidence that

the findings of the study are truly representative
of Navy and Marine Corps personnel in general.

The likelihood is good, however, that the sample
used does reasonably represent the attitudes and
feelings of the groups as a whole. For this reason,
and to facilitate report preparation, findings

are not repeatedly qualified by reference to the
limitations on the sample.

Since this research project is an initial attempt
to obtain current data on first-term enlisted
attrition, the findings can serve as a series of
hypotheses for follow-up studies with larger,
morea representative samples. It is in thia con-
taxt that this report has been preparsd. The
findings summarized below are drawn from both the
croas tabulations and the multiple regressions.

® Recrults and regular duty men attrite for
different reasons. Recruits are often
unable to cope -- academically, psycholog-
ically, and physically. Attriters from the
fleet do not get what they wanted out of
the service. Thay see no benefit to, and
feel no chligation for remaining in the
service,

¢ There are many more similarities than
differences between Marine and Navy attriters.
The differences that exist apply principally
to training and work assignments.

e Attrition from reqular duty rarely results
from a single problem or expurience. Rather,
it follows from continually increased levels
of dissatisfaction., (See page II-10.)

o AR HA BN V1 oot by o e
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involuntary element and then a voluntary element. Many
b , p recruite inadvertently get into trouble, then after
i : being reprimanded or punished, they decide they want to
g . leave the service. Regular duty men usually cause their
& own attrition by deliberate misconduct. (pp II-6, ~7)

2’ ’ e Among recruits, attrition usually involves firat an
| ,

gf ! ¢ Many attriters are salvageable., A large number said

E they would be w.lling to stay if certain changes were
X , made. About 15% of the attriters would perfer to stay
g even under present conditions. (p, II-3)

- Most enlisted men now view their service commitment
as a contract. If they do not receive what they had
expected, thay feal justified in not keeping their
contractual obligations. (pp. II=7, =9)

= Black attriters show a hiiher interaest in remaining
in the service than do white attriters.

- Recruit attriters are more interested in staying than
are regular duty attriters, (P, II-3)

.' o}

W e There are high levels of dissatisfaction in both the Navy

:¥~‘ and Marine Corps among both attriters and non-attriters, (p. II=-2)
R Thay complain about similar problems. Their experiences in

A the service are slightly different. What determines that one

- . will attrite while the other remains adjusted seems to involve
: both a personality characteristic and some minor differences

i in the amount of dissatisfying experiences.

f . ' - Although the study did not involve the ° + € psycho-
b graphice (character analysis), there a. . data that
3 ; indicate attriters tend to be more imp + 'md have

| more difficulty communicating their nee.. . problems

in an authoritarian setting.

ki : ' e Differences in attrition rates of racial groups are not
T accounted for by any one or even a few organizational

3 variables. Black attriters are not affected differently
' than white attriters; rather, they are affected a little
more by each of the many factors causing attrition. (See
Regressions 5 and 6 in Appendix A.)

}
i
!
!
i
|
j
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e No single organizational factor accounts for a
3 Vo major portion of attrition. The most important
I . organizational factors are: Appendix A, pp. A(6),
' A(l2), a(l6), A(20), A(24), A(30).

Supervisor-enlisted man relationships

| Complaint procedures

: i Regimentation

Training school attendance

- Job assignment

® Non-military factors, such as inadequate prep-
aration, family problems, and the social life
availlable are ag important, or more important
for regular duty men, than any organizational |
factor examined. (Table 21) i

F; ; ¢ Supervisors and attriters agree on the importance ;
5 ~ of several factore in influencing attrition. There

&. is disagreement betwsen them, however, on the im=

?; 1} portance of the supervisor's demeanor. The attri-

AR S tors interviewed often said harassment* from super-

o visors is a major cause of their dissatisfaction and

ﬁ' ! subsequent attrition. Supervisors, on the other

ﬁ. i hand, do not believe harassment is an important factor.
E f (Compare Tables z1 and 33,)

e SMR e i E o e e e )

= However, many supervigsors in the fleet do ;
acknowledge that inadequate supervision and ;
leadership are a cause of problems. This, they j
believe, results from insufficient leadership 3
training. (p. VI-2) :

B it o = et e e =

g - Supervisors of recruits generally feel their peers
b are adequately trained and perform well. (p. VI=2)

|
|
|
|

@ Supervisors appear receptive to many suggested changes
aimed at reducing attrition. They stress the need for
better recruiting, training, and job assignments.
(Tables 35A and 35B)

T

¢ ¥ T"The term "harassment" was a pre-coded response given to
the interviewee.




: : ~ However, they are not receptive to suggestions
i ’ of a positive reinforcement approach, which is
the preference of attriters.

® Counseling programs are not widely used by at-

A triters. If counseling is available, most men

; are either not aware of it, or they do not consider
L it worthwhile. (p. II~5)

| - However, those men who did have counaeling
i considered it friendly and sincere.

B. Specific Causes

1. Demographic characteristics

e In the fleet, younger men have higher rates of
attrition than do their older peers, but among
recruits the younger men have lower rates.
(Table 7)

® Blacks are more likely to attrite than whites,
Some of this difference is accounted for by
differences in pre-service factors, such aa
(} family background and pre-enlistment prepara=-
" tion. (pp. VII-3, ~5)

® Less cducatgd men have higher rates of attrition
in recruit training and in the fleet. (Table 8A)

P ! - Level of educational achievement appears to be
N important for three reasons:

® Since many non-high school graduates en-
y . listed without extended forethought, this
\ ‘ may reflect a personality characteristic
that involves an "impulsive" element.

(p. III-B)

® It limits the choice of service occupa-
‘ﬁ tion opportunities.
t

® It is related to the ability to effective-
i ly communicate needs and problems. (pp. VII-5, =6)

- ® Men from small towns have lower attrition rates
- than men from large cities. (p. III-3)

-6-

es——"

oo el
ity gt o 1t NN VI AT wok ey oS PR i S dad g s s Lty

B T e T




TS e Sailors in the fleet who are married have signifi-
I ' cantly higher attrition rates than their ummarried
R pears. In the Marines, marital status is not re- ;
X lated to attrition. (Table 9) 3

. : ® Although there is no evidence indicating that per-

q ceived civilian employment opportunities influence 4
K- attrition, attriters are slightly more likely

P than adjusted men to have been employed prior to

b - entering the service. Both attriters and adjusted 5
¥ men feel their opportunities for civilian employ-
;i ment are good. (p. III~-5)

ko ; ® Compared to adjusted men, attriters are more
(T likely to come from a lower socioeconomic
| | background. (pp. III-5, =§)

e Even when compared to adjusted men having the
\ same level of education, attriters appear to be
o more deficient in academic skills. (pp. III-6, ~7)

b ‘
4 L) - About 21% of recruit attriters but only 2% 1
g : of recruit adjusted have difficulty reading.

® Pre-service arrests are more common among attri-
ters (27% vs 19%). (p. III-7)

; 2., Pre-gervice preparation 3

; e Adequate planning and preparation for the service A
; is & very important factor differentiating attri- b
‘ ters and adjusted men.

- Attriters are much more likely to enlist im- i
pulsively. Most do not give more than a month
of forethought to their decision. (p. III-8)

- Compared to adjusted men, attriters recueive
lese information from recruiters about what
| to expect in the service. (p. III~ll) !
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@& Men who participate in the Delayed Enlist-~
ment Plan are less likely to attrite than non-
participants. This is true regardlesa of the

iy A amount of forethought to enlisting, or the

) level of school completed. (p. III-9)

i ® Men who enlist on the Buddy Plan are less likely
3 to attrite during recruit training. (p. III-10)

@ Attriters are more likely than adjusted men to
say they were unsure at the time of enlistment
whether they wonld complete their enlistment. (p. III-10)

Bl s

g ; ® Attriters and adjusted men have similar reasons
for enlisting. To learn a skill or trade is
the primary reason given by both. (See Table 17)

R

ST

e There is no differance bhetween adjusted and at~
triters in the encouragement to enlist that they
received from family and friends. (p. III=9)

R

”r 3. oOrganizational factors

T T e

L T

i e The factor cited most often b{ attriters as a cause
of dissatisfaction and attrition is supervisors’ 3

behavior. (See Table 19)

~ Harassment, frequent criticism, false accu-
sations, and favoritism are the most fra- X
quent complaints about supervisors. (p. IV=9) f

- Complaints are usually directed at NCO's,
rather than officers. .

¢ Most attriters feel the military system for ex-
pressing complaints about their supervisors does
not work satisfactorily. They feel the system is
biased toward career men and also discriminataes

against enlisted men. (pp. IV-10, =-11) ;

e
i s~ —— —Y— S e O Ty

} : - Most men, but especially attriters, feel it ]
would be useless to complain about the miscon- '

duct of a supervisor. (p. IV-ll) ' /
' 1
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/ - Most attriters would prefer to take their problems
and complaints directly to a commanding of-

' ficer rather than use the chain of command.

(See Table 23A)

v leg ':-.-‘:WW

- This perception of an unfair system for ex-
pressing complaints frequently provides at-
triters with their justification for attriting.

A==

s E
TR 33

® Among adjusted men, regimentation causes more
dissatisfaction for men in the fleet than for re-
cruits, Among attriters there was no difference
between recruits and men in the fleet on the im-
portance of regimentation., (See Table 18)

T TR T T

EAEN

. The recruit training program causes problems . for
3 many recruits because they are not prepared for
it. The features of recruit training causing the
most dissatisfaction and leading most often to
attrition are: (See Table 21) ;

=

R

L - Fast pace

- chimontation for what is perceived as trivi- ' 2
ial matters i

Q-

Coe

~ Supervisors' behavior and attitudes

- Change in attitude toward the service

- Classroom pressures (in the Navy)

I L e e e i

having personal requests denied cause some dis~-
satisfaction but were usually not enough to lead to

attrition.

1
|
g | e Phys.cal training, strict rules of authority, and

® Among marines, men who attend a training school
are less likely to attrite than men who do not. (p, 1v-14)

T T L

= Not receiving the training that was expactaed
or promised is a frequent cause of dissatis-
faction and attrition among sailors. (See Table 21)

: ® Attending a "Class A" school in the Navy
; apparently does not affect likelihood of

-9-
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.’ - Attriters, more often than adjusted men,

. are dissatisfied with the achool training

3 they received, but this, in itself, is rare-
ly a primary reason for attriting. (p. 1IV-15)

5 i e Dissatisfaction with duty assignment is not usual-
' ly a cause of attrition. (p. IV=16;

= The duty assignmen: expariences and work
L schedules of attriters and adjusted men
are similar, (See Table 27)

|
- ! - Concerning the effact on satisfaction, the
g . moat important aspect of a duty assignment
b is the suzervisor's attitude, (See Table 19)

f} - Married att.iters in the Navy frequently
S report their attrition is caused, at least
in part, by being at sea too often. (p. V=4)

==

i W ®» The only group that expresses strong dissatisfac- :
i tion with rank and pay is regular duty Marines,
g but they do not mention this as a reason for

\ attriting. (pp. IV-19, -20)

e Attriters, as well as adjusted men, feel that 1
medical care is important, and satisfaction with :
this is generally high. (p. 1v=-20)

e Interpersonal conflicts with other enlisted men ;
are not a major cause of dissatisfaction or ‘
attrition. (p. 1v-21)

s ' ¢ Administrative problems, such as not receiving i
g ‘ proper pay, are only occasionally cited as causes ;
- : of attrition. (pp. IV=21, =-22) 4

| 4. Non-military factors

e Family problema are a major cause of attrition in the 4
fleet, This includes problems with wife as well as 1

problema with parents and siblings. (p. V=1)

‘10" i
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& ‘ ~ Many attriters said they went AWON to
il . assist thelr family in an emergency
situation. (pp. V-1, =2)

® According to the men interviewed, most spouses and
! girlfriends are not favorable toward the service,
R and many attriters said their spouses or girl-

9 friends encouraged them to try to leave the ser-~

8 vice., (p. V=3)

N, ® Thae mocial life availabla around the base or
. in the service generally is a cause of great
. disappointment for most men. However, this
\ is not often an immediate cause of attrition. (p. IV-21)

.JMt e Alcohol or drugs ara involved in about one
ocut of six cases of attrition. (p. v=-7)

. - C. Pactors Differentiating Attriters and Adjusted Men in
9 b Each_Segment

. Results in this section are based on the stepwise multiple

b ; regresaion analysis. For esach sample segment, the three or

g four variables that have the largest independent effaect in

i , differentiating between adjusted men and attriters are pre-

. sented, The cumulative parcentage of variance accounted for

. | by these variables is also listed. This figure reflects the

4 percentage of trhe total variation in attrition that is related
to the variables extracted in the regression.

-11-
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i P 1, Marine Recruits

|
' Factors Differentiating Cumulative variance
Adjusted Men and Attriters Accounted For

ﬂ } ® Attriters more often believe that

¥ j if they complain about misconduct

0| of a drill instructor, they them- .12
A, ' selves would be harassed and nothing

‘ would happen to the drill instructor

i ® Attriters less often participate in
the delayed enlistment program + 16

e Attriters less oftean have fathers who $
are employed in higher level occupa-, + 20 p
tional positions such as managers

S ST s, S
TR R P e et
5 e s

o
—
H
Y-

2, Marine Regular Duty ;

z
i

k Factors Differentiating Cumulative Variance i

: Adjusted Men and Attriters Accounted For X

- ;

/ | e Attriters are less educated .09 !

E : ® Attriters more often believe thcx ﬁ

¥ would be harassed if they complained 16 4

1

y ® Attriters less often attend training B

school .20 §

® Attriters less often participates i

in the delayed enlistment program .23 ;

;

i

j
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3. Navy Recruits

Factors Differentiating Cumulative Variance
l Adjusted Men and Attriters Accounted For

e Attriters more often believe they::
would be harassed if they complained .33

kf ® Attriters less often sign up for a

gj : training school 45

) e Attritnrs less often participate in

i delayed enlistment program .50

k. e Attrituors more often have reading .

i difficulty 53

i

A

i

|

2 4, Navy Regular Duty

Q Pactors Differentiating Cumulative Variance

% : Adjusted Men and Attriters Agcounted For

;]

f ® Attriters give less forethought

. to enlisting 12

( ® Attriters more often believe they ?

i would be harussed if they complain .20 !
e Attriters are loss educated .25 E

} ® Attriters are more often married .27 - !




IvVv. RECOMMENDATIONS FOR FURTHER RESEARCH

The study clearly indicates a connection between a num-
ber of organizational factors and attrition. During the
study, however, certain other factors which appear to be
tied to attrition came to light. These issues could not
be examined further since they are outside the scope of the
study. 8ince their relationship to the attrition problem
is evident, it seems that further research into these
factors would be productive in the construction of a data
base from which the Navy can develop management options to
gain control of the early attrition problem, These areas
recommended for further study are outlined below.

e The study indicates that many first-term enlisted
personnel consider the information they recaived
from the racruiter about prospects for personal
success in the Navy/Marine Corps environment to be
incomplete and/or misleading. They also say that
they were inadequately prepared for the rigorous
training and discipline they encountered during
recrult training. 1In some cases, the serviceman
believes that a breach of promise was made. He
therefore feels ~his ias sufficient moral justifica-
tion for not completing his obligated sarvice.

= The current recruit information and orientation
programs should be closely examined to determine
exactly what information and/or impression are
being conveyed,.

e Approximately 60 to 70 percent of the attriters inter-
viewed 4id not receive counseling when the difficulties
which led to their attrition first arose. Of this °
group, nearly half feel counseling would have been e
helpful.

- Research should be conducted into the availability,
adminigtration, and use of counseling programs.
Specifically, the differences in the type and »
amount of proyrams between the unite with low
attrition rates and those with high rates should
be compared.

N\




' - The research should include an analyeis of the

P attitudes of men subsequent to reacelving
- counseling to determine the effectiveness of
counseling relative to reducing early attrition,

® The Navy and Marine Corps do not currently maintain
specific and readily available data banks of informa-

é ’ tion on attriters relative to both the perceptions of

the individual and his supervisors as <o the root cause
of his early attrition., This information would be help-
ful in developing management options to gain control

!}.‘.
: of the early attrition problem.

' = A standardized questionnaire should be developed
and administered to attiiters who are about to

ba separated from the service as part of thae

exit procedure. The questionnaire should inquire

into the causes of the attrition and what both
the attriter and his supervisor feel might haves
been done to preclude his attxition.

b = The data from the questionnaire should then be
complled and summarized to indicate common arcas

of difficulty, etoc, &

¢ The study clearly indicates that conflicts with NCO
supervisory personnel contribute to first-term early 7
|

BEhee e L o

attrition. What are commonly identified as personality
conflicts frequently inveolve disagreements ove:r values,

goals, and egpecially, norms.

e

¢ :
sources of the conflicts, their cognitive elements,
and the perceptions of both groups as to appro-

.
' Reseoarch should be conducted to determine the !
priate methods of resolutilon. ;

The study indicates that in man¥ instances the inabil-
ity of the serviceman to effectively communicate his {
needs or problema to his supervisor/instructor is a !

catalyst to the attrition procesrs.

i
!
= The issue of the communication gap between zervice-
' men and their supervisors should be studied further f
to determine exactly what types of communication j

: problems exist. Are the men afraid to express their

-15-
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- ) | '
- . problems/questions? Are they overly aggressive in
3 their relationships with authority figures? Aare
: the supervisors themselves open to listening to
problems and questions?
i - Once the spacific problem areas have been
. T ascertained, an approach to tailoring a communica-
B tion workshop specifically to the needs of the
;3 people involved should be researched.
Eﬂ ' ® Attriters, both married and unmarried, frequently
.. feel that resolving family financial problems takes
- priority over their obligation to complete their ¢
i enlistment.
.ﬁ; } -  Research should be conducted to determine how :
T adjusted men with similar problems handle their .
i finances. |
L |
o = In addition, counseling programs should be eval=- :
A : uvated in terms of their ability to help both the ;
o " serviceman and his spouse when financial problems 2
A arise. :
g : 1
| :
g g
3 ‘ ‘
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I. INTRODUCTION

A. Objectives

In recent yeara there has been a significant increase
5 in the number of Marine and Navy first-term enlisted
3 men leaving the service for nonacademic reasons prior
to auccessfullI completing their enlistment. This
increased attrition has implications for bnth defense
costs and the combat readiness of the Marine and Naval
forces. In an effort to determine the causes for this
increased attrition, as well as outline steps neces-
sary to reverse this trend, the Office of Naval Re-
search (ONR) has authorized several studies on the
matter,

This study is an initial attempt to obtain current

data on attrition not reluted to academic or medical

, deficiencies. More specifically, its focus is on identi~-
1 fying the military organizational factors that may affect
attrition. This gelective focus does not mean that it

P : was assumed at the outset of the study that organizational
v - factors are the most important influence on attrition.

g R Rather, the concentration on organizational features is

an attempt to cover one aspect of military life as
thoroughly as possible.,

, : Even though the study has attempted to cover most aspects ﬂ
3 : of Navy and Marine Corps organizations, it is not the

| goal of the study to provide a definitive measure of

i ¢ the effect of each factor. Survey limitations in terms .
% ! . of time, number of respondents, geographical locations* 4
’ ' and the absence of fleet personnel in the regular duty

=

» Interviews were conducted at one of three Navy Recruit
Training Centers, one of two Marine RTC's and one of
three Fleet Marine Force locations.

L et e, T L SR e i A L 3 e
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) adjusted Navy sample* make this unrealistic, 1In

: addition, the highly subjective nature of data ob-
tained in an opinion or attitude survey dictates
extreme caution in interpreting without reservations
the perceptions of respondents as objective reality.

oo, E
g
e ree—————

v It is well recognized, therefore, that the sample on
which the study is based is not the ideal random
sample. The researchers cannot state with a statis-
B tically high degrea of confidence that the findings
T of the study are truly representative of Navy and

. Marine Corps personnel in general. The likelihood

ue is good, however, that the sample used does reasonably
i represent the groups as a whole. TFor this reason,

R and to facilitate report preparation, findings are

! not repeatedly qualified by reference to limitations

R \
:&g | of the sample.

-
SRS

o The goal of the study is to obtain current data on -
attrgtion leading to the development of a series of

hypotheses which can be researched with larger and

e more rapresentative samples. The data from these

g follow=-up studies can then be incorporated into a

A congeptual framework or model of attrition which, in

B conjunction with other factors affecting attrition,

can be used to monitor, test, and evaluate alternative

R manpower policies and practices. This is the context

& - in which this report has been prepared.

b f The specific research questions that have guided the
direction of this study are as follows:

f; : w For regular duty adjusted Navy respondees survey

' limitations regquired, in lieu of shipboard personnel,

i the use of students at Service Schools Command Great

Ny : Lakes whose prior assignment had been with a fleet

4 operational unit. These personnel were asked to res~

o pond to the questionnaire in terms of their shipboard - .

p: life. They are included with those Navy and Marine Corps -
P personnel serving, or in the case of attriters, having

y served in operational units, i.e., "the fleet".
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Which organizational features affect attrition? The
First step neceseary in understanding the causes and
remedies for attrition is to identify the factore
affecting attrition. 8Since the effect of these factors
may or may not be known to the attriters, it is necessary
to investigate not only attriters' perceptions of
attrition causes, but also experiential and situational
factors correlated with attrition.

In addition to identifying factors directly related to
attrition, it is also necessary to search for factors
that may intervene in the process but not appear as
directly related to attrition. This applies especially
to factors that may cause dissatisfaction or loss of
morale. The Lurpose of this strategy is to determine
i1f certain factors function to produce higher attrition
risks while other factors serve as immediate causes of
attrition for men in these risk categories.

What is the relative effect of organizational features
compared to the effect of non-mIIiEar Yactors? 1o
etermine the magnitude o e organizational factors'
contribution to attrition it is necessary to identify
other causes of attrition and measure their effect.
This indicates the relative importance of organizational
factors, It also provides some basis for determining the
extent of attrition reduction that could be made possible
by instituting changes in organizational features.

Why do these features affect attrition? Once the organiza-
tional Teatures affecting attrition have been identified, it
is worthwhile to try to understand why they have this effect.
The emphasis here is on identifying how attriters perceive
these features. This information shows if changes in orga-
nizational regulations and policies are needed, or if, in
fact, the need is merely to enforce or implement existing
regulations and policies.

» How are different grougl affected b¥ the various organ-
- Tzational Features urren erature on attrition

ndicates that minorities and non-high achool graduates
have higher rates of attrition. It is important to know

I-3
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if these groups are affected more intensely by each

of the many causes of attrition, or if, on the other
hand, there are one or a few causes that have a more
pronounced aeffect on these groups.

other hand, it is possible that changes in a factor not

j directly related to attrition may compensate for the

' dissatisfaction caused by another factor; for example, per- X
haps men would be willing to make a trade-off and be
more tolerant of undesirable features if their benefits

i were increased,

.

|

%v : In addition to race and education, other group vari-

@ ' ations examined include age, socioceconomic status,

i the current stage of service, and, of course, the

. branch of the service.

B ;
%r e What organizational chan cn would reduce attrition? )
&- mply s perceived as a cause o E
E attrition does not necessarily mean attrition can be A
i reduced by changing that factor. 8uch a change could iy
@ possibly cause discontentment and attrition among men N
! who were originally satisfied with the feature. On the by

<5 S

N T

i : Thus, it is important to investigate the expected effect
" ' on attrition of changes in several factors, or several
combinations of factors.

TR
A

The principal organizational factors axamined in this
study include:

¢ Regimentation, leadership and military discipline system

i ® Training programs

Duty assignments 1
¢ Pay, rank and medical care

i : e Interpersonal relations

; 1 e Administrative problems




a , The principal non-military factors examined in this b
- study include: §

Pre-sarvice praparation
Influence of family and friends 9

°
°

B e Social life
¢ Employment and educational opportunities
°

Drugs and alcohol

| The importance of these factors was measured in several b,
~ ways. First, the importance of just having experienced 3
k' a factor was examined. Fnr instance, each respondent was b
E asked if he attended a training school. Rates of at-

i\ | trition are then correlated with training school attendanoce.

- K”} Secondly, men were asked what their aspirations, axpecta-
. _ tions, and perceived opportunities or bunefits are con- g
- , cerning each factor. Ior exampls, men were asked if they k-

v had attached a grsat deal of importance to attending a X,
o ; training school befora they entered and what they expectad -
' - to benefit from this training. Then those who d4id attend k-
3 { were asked if their training school experianne met their 3

' ! aspirations and expectations. This ilutormation provided -

an indication of what may cause dissatisfaction as well
as attrition,

Thirdly, measures of satisfaction were obtained. These 3
; ; measures apply to overall satisfaction with the servive, W
. ' as well as satisfactions with individual organizational
features. By correlating thase measures to attrition, 3
assunptions car be made as to whether attrition resulis i
from accumulated dissatisfactions or if it is independent X
of dissatisfaction. s

. Finally, attriters were asked to identify what they

consider the immediate and remote causes of thelir b
! attrition., These perceived causes ars then related .
- ' to tha other measures to determine if causes of at- i

; ‘ ‘ ‘ trition are fully recognized by the attriters or if | -
‘ : there might be underlying unconscious elements involved.
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In addition to the data about causes of dissatisfaction
and attrition gathered from enlisted men, supervisors
were also asked their viewa about the causes and
ramedies for attrition. This information can serve
three purposes. First, it may provide a measura of
lower level supervisory personnel's awareness of the
causes of attrition. Secondly, it could indicate the
degree of congruity between enlisted men's and super-
visors' perceptions of dissatisfaction and attrition
causes. Thirdly, it should give an indication of which
organizational changes would be readily accepted, and
which would be resisted by supervisors.

One additional objective of the study is to obtain a
description of the attrition process. This involves
determining how a man tries to alleviate his problems,

how he views his alternatives, whom he consults and

how he evaluates consultation he raceives. Understand-

ing the attrition process also entails identifying )
what percent of the men are attrited voluntarily and

what percent would prefer to remain in the service.

!
|
1
q
|
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Methodolegy
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The data gathering method used in this research was
personal interviews employing a astructured questionnaire.
The interviews were conducted by middle-aged women

who were personally trained by Booz, Allen's field

staff. All respondents were guaranteed anonymity, so

no name, serial number, unit, rank, or other identifying

information was askad.

R R Y BT Srreane

Research Design

oy
Fo =S

3 The research design was developed to determine if
: causes of attrition have similar impact on men

i, - in various situations. The design includes

H three principal components. Firat, both attriters
5 and adijusted men were interviewed.* This was an

i - attempt to create a simple experimental deamign by
5 asking sach group what experiences they had. The
;‘ retrospective attitudes of each group were also measured.
3 () Secondly, men at the recruit stage and the regular
t o duty stage (in the fleet) were questioned to deter-
b mine if men in the fleet attrite for different
) reasons than men at the recruit stage. Thirdly,
k. because of a need to tap experiences unigque to each
! group, marines and sailors were administered question=-
g naires that were slightly different. Thus, the research
design involved eight separate groups of first-term
enlisted men. Twice as many attriters as adjuated
men were interviewed because of the need to get suf-
; . ficient information on the attrition process. The
‘ : ratio of men in the fleet to recruits interviewed
is two to one because of the need to provide an ade~
quate number of cases who had experienced each or-

ganizational factor.

s A e

Four groups of supervisors were also interviewed.

i Recruit and regular duty mupervisors from each branch
of the service were asked questions relevant tn the
situation of their men.

J3 * Attriters interviewed are men in the process of {
' : . being discharged for misconduct. The adjusted groups

' consist of men who are in general conformity with ser-
o ] vice regulations. They represent, in essence, the

; 1 i average marine or sailor.

T e e et ek limmer o en o
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Table 1 contains a list of the twelve different groups
interviawed.

Varsion

10

11

12

Table 1

Description of Respondent Groups

Group
Marine Recruit Adjusted
Marine Recrult Attriters

Marine Regular Duty
Adjusted

Marine Regular Duty
Attritexs

Navy Recruit Adjusted
Navy Reoruit Attriters

Navy Regular Duty
Adjusted

Navy Regular Duty
Attriters

Marine Reocruit
supervisors

Marine Regular Duty
Supervisors

Navy Recruit Supervisors

Navy Regular Duty
Supervisors

Total Enlisted Men

Total Supervisors

Location

Parris Island
Parris Island
Camp Lejeune

Camp Lejeune

Great Lakes
Recruit Training

Graat Lakes
Recruit Training

Great Lakes

Service Schools
Command

Great Lakes T.P,U,/
Norfolk Separation
Btation

Parris Island

Parris Island

Great Lakes Recruit
Training

Great Lakes

Service Schools
Command

Number

80
100
100
201

60

120

120

244
18

35

20

40
998
110
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Questionnaire

The gquestionnaires consisted of both open-ended questions and
questions with pre-coded answers. The open-ended type of
questions consisted of a general question such as "what has
happened that is causing you to be attrited?", which would be
followed up by interviewer probes such as "what do you mean

by that?", "Whan did that first happen?", etc. These queastions
with follow-up probes often elicited several pages of narrative
information for one reapondent.

The information obtained from these open-endad questions
serves several purposes. Pirst, it provides a wealth of
illustrative descriptive data, especially concerning the
sequenca of events preceding attrition. It also serves

as the basis for additional guantitative analysis. Booz, Allen
coding department staff coded the responses into several
categories, some of which were not measured anywhere else

in the questionnaire. These categories were then correlated
with other factors to give an indication of their relative
importance. The open-ended quastions also enable the
attriter to completely "tell his side of the story."

Most of the pre-coded gquestions consisted of simple choice
answers such as "yes-no" or "agreae-disagree", but some also
involved the respondent's providing a relative assessment of
several factors. For this type of question, respordents
were given a list of tha factors along with the possible
answer categories from which they were to chooaa.

Questionnaires were formatted chronologically. That is,
the first series of questions pertained to pre-service
preparation; the next series, to experiences in re-
cruit training; and the final series, to experiences

while in the fleet, Attriters were given an addi-

tional set of guestions that referred to the prob-

lems and experiences encountered that were leading to
their attrition, Questions on demographic characteristics
were at the end of each guestlonnaire.

For each organizational factor, there were cquestions about
the respondents' expectations and aspirations for, ex-
periences with and evaluation of, that factor. Recruits
were asked what their expectations were for aspects of

I-9
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men were asked what their expectations had been. Attriters,
especially recruit attriters, were asked conditional ques-

L,

f; fleet duty prior to entering the smervice. Regular duty
§

L tions such as, "If you had stayed in the service,...."

i Questions were also designed to determine in what manner
. ; organisational factors exert their influence. Respondents
4 were asked how satisfied they are with oeach factor, and

$~ if problems related to this factor are a primary cause of
§ attrition.

E‘. i Analysis

v

N The information gathered in the interviews was subjected

) to three types of analysis, PFirst, a qualitative analysis
i was made of the cpen-ended questions. This provided in-

b formation on the processes, which was useful for clarifying
i and complemanting results from the pre-coded questions.

b

: : Secondly, responses to all questions were summarized for i
: ‘ each respondent segment. In addition, within each segment :
1 every response iltem was cross-tabulated bi four dichotomized o
k variables: race, time in service, education and satisfaction P
i level. :

m- Thirdly, a stepwise multiple regression analysis using at-
: x trition as the dependent variable was performed on recruits
and regula® duty men in each branch of the service., On
i the average, about 20 independent variahles were included
[ in each regression. This analysis included an intercorrela-
‘ tion matrix, the proportion of variance explained by each
independent variable, and the total proportion of variance
. explained by all the variables in the regression. Tests. of
E : significance (F-test) were also run on these regression

' equations. The roegression analysis results are presented in
) Appendix A,

C. Sampling Procedures

e e T e

The original sample design included@ a random sample from each
of the twelve groups. Unfortunately, time constraints and
logistical problems made it impossible to obtain a random
! sample from each group. Instead, respondents from five ;
‘ . groups were randomly selected, and respondents from the !
i othar seven groups were obtained on an availability Lbamsis.
These latter samples are dusignated guota samples.

g =10




All groups of attriters were quota gsamples. There ware
B not enough attriters available in the scheduled time
;! . period to enable a random selection. Instead, every
available attriter leaving the service at the inter-~
viewing stations during the interviewing periocd (ap~
proximately four weeks -- from the last week in August
to the third week in September) was interviewed. How-
ever, there is no reason to suspect these attriters

i are atypical of attriters in general. .
B

E‘;

. Marine adjusted men were randomly sampled. Recruits
Q' : were obtained through use of random laundry numbaers
; ' and regular duty men were randomly selacted from the

. personnel files at Commandant Headquarters.

‘\I

M,

{' Navy adjusted men were cbtained in guota samples since

v it was not pensibla to use random sampling procedures

il at the time.™ Recruit adjusted were obtained from

i companies in the fifth week of training, their service

) [ waek. The men selectad met two criteria ==~ they were

i not in apparent danger of attriting and they were not

: disciplinary problems. Hence, this group by definition
- constituted a "more adjusted" group than Marine recruit

e

adjusted men,

i

'I!f ' h ‘4\;.. ,}"

b ! ' Respondents in the supervisor sample were E-6's to E-9's

: who had supervisory experience. Generally, the super-
visors were sampled from the same units as the adjusted

men.

S

D, Plan of the Report

This report is divided into seven chapters.

The following chapter provides an overview of the inter- '
! related features of disgatisfaction and the attrition pro- ;
] cess. This involves firet, a description of the extent

f of dissatisfaction and then a description of how men try

to cope with their prublems. This chapter also looks at
attriters' attitudes toward receiving a less than honorable

discharge,

P g — s =1 -
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w See footnote page I-2
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In Chapter III the influence of background charac~
teristics onattrition is examined. This includes
demographic characteristics sucli as age, race, educa-
tion, and sociceconomic status. The amount and type
of pre-service preparation, such as meetings with re-
grulters or forethought to joining, is also examined
for its effect on attrition. The third feature
examined in this chapter is the respondents' reasons
:or enlisting, including "push" as well as "pull"
actors.

The fourth chapter is the most important and most
inelusive part of the report. The major organizational
features are examined in detail here. Several aspects
of each feature are scrutinized.

Chapter V discusses the influence of factors unrelated
to the military organization that might affect a man

while he is in tne military. The interavtions between
thoao factors and organizational factors are e:am-
ned,

Chapter VI' presents supervisors' opinions about causes
of attrition, and their recommendations for curtailing
attrition rates.

Following this, Chapter VII attempts to summarize the
effects of various factors on each of the major meg-
ments. Variations by race and education are also gn-
cluded in this summary. _

Appendix A vpresents the results of the multiple
ragrassion analysis. This includes a listing of var-
iables used in the regression, the correlation c¢oef-
ficient (R2) betweaan each variable and attrition, cor-
responding ¥ scores and level of significance.

Two questionnaire versions are also included in
A»pendix B. Version 8 questionnaire, used for the Navy
regular duty attriters, is only slightly different than

e e e
LTyl
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Version 4, the one used for Marine regular duty at-

‘. triters. Most questions asked of recruits and regular
b duty adjusted men are contained in this gquestionnaire.
Version 9, used for Marine recruit supervisors, is
provided as an example of the type of questionnaire
used for supervisors.

=

Tables

Most tables in this paper present results in percentages.
Unless otherwise noted, the number of respondents
involved is the number of that group listed in Table 1.

When data are presented in combined form for saveral

i groups this indicates the differences between the groups
‘ are small. For instance, if a figure is presented for

| all Navy attriters this indicates that Navy recruit

' attriters have characteristics or responses similar

to Navy regular duty men on the issue.

RS | TSR TR

t

b In interpreting the tables, the research attempts to

i comment upon and highlight those relationships in the data
|

I

Ry

that appear to be of practical interest and worthy of fur-
ther consideration. Statistical tests were not conducted
upon these tabulatidns for the following three reasons:

e The study was exploratory in nature and com-
bined both a qualitative and quantitative com-
ponent., The report attempts to integrate these
components by examining all of the data for con~
sistency and attempting to form a cohesive set
of hypotheses and recommendations. Consequently,
the implications of any given table or portion
of the data may depend more on its relationship
to the overall pattern of results than on the
statistical significance of the table as an
isolated entity.

= s e i
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e In most instances, it is the practical signifi-
cance rather than the statistEcaI Jignificance
of a relationship or a difference that naeeds
to be addressed. While the former may depend
upon the predispositions of tne reader, it is a
fact of life with which applied research
must contend. When summary statisticw are de-
rived from large samples, as are many of the
data in the present study, relatively weak and
unimportant relationships can achieve statisti-
cal significance.
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; e Most statistical tests, even those of the non-
parametric variety (that make minimal assumptions
about the nature and form of underlying distri-
butions) are firmly rooted in the concept of ran-
dom sampling. The application of such tests to
data from a non~probability sample would be in-
appropriate and would imply a level of precision
in measuring the generalizability of sample results
that could not be defended. The methodology of
the study is clearly presented including the fact
i that data were collected from a nonprobability
b i sample. The reader must judge, in the context of
iif this exploratory study, the extent to which the
i resulting data support the hypotheses and conclusions

i that are drawn.
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II. OVERVIEW OF DISSATISFACTION AND THE ATTRITION PROCESS
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I1. QVERVIEW OF DISSATISFACTION AND THE ATTRITION PROCESS

Survey raesponses indicate that in most of the cases attrition
represents the culmination of steadily increasing dissatis-
faction with military life. Thls chapter axamines the levels
of dissatisfaction existing among adjusted men and attriters
at each stage of their service. It also examines how men
attempt to alleviate their dissatisfaction and avoid or hasten
thair attrition. Later chapters attempt to identify and
measure factors causing dissatisfaction and attrition; this
chapter specifically describes how enlisted men in the sample
handled their dissatisfaction and impending attrition.

A, Extent of Dissatisfaction

Dissatisfaction among the various groups was measured
in different ways. Recruits were asked to rate their
satisfaction on a four~-point scale from very satisfied
to very dissatisfied. Adjusted recruits were also
asked if they expect to complete their enlistment.
Regular duty men were asked how satisfied they had
been at the completion of recruit training, and whether
they would have accepted a discharge at that time if
they had been offered one as part of a manpower cut-
back. Adjusted men in the fleet were also asked if
they would accept a discharge now if offered. At~
triters were asked whether they would prefer to stay
in the service or be discharged if they now had that
option., 1In addition, all men in the fleut were asked
to rate their satisfaction with each organizational
feature. (These results, however, are presented in-
dividually throughout the report where the respective
featurea are examined.)

The responses to these question provide some interesting
results, which are presented below.

As expected, attriters are more often dissatisfied with

the service than are adjusted men. Among recruits in the
Marines, 14% of the adjusted men said they are dissatisfied,
compared to about 53% of attriters., Among recruits in the
Navy, 71% of the attriters were dissatisfied. (Only 7%

of the adjunted recruits were dissatisfied, but it should
be remembered that men in this group were selacted because
they were apparently well adjuasted.

Among men in the fleet, about 57% of adjusted would accept
a discharge if it was offered to them as part of a man-
power cutback and about 85% of attriters would prefer to
be discharged even if they had a cholice.

1I~1
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The difference betweaen adjusted men and attriters is more
pronounced among recruits for two reasons. First, few
adjusted recruits, but many adjusted men in the fleet,
are dissatisfied. Secondly, recruit attriters more
often consider themselves, and not the sarvice, as tha
source of the problem. Hence, if they are Aissatisfied,
it is with themselves hecause of their inability to
adjust, rather than with the service.

' gggng rucruitui dissatisfaction appears to be higher in
the Nav u a erational units, differences betwaen
the Harineu and N Mal, Bven th h Navy ad-

n 0
nd Navy are mini oug
Justed recrults were more selLactive respondents than their

Marine counterparts -- and hence expressed more satisfac-
tion -- other evidence indicates dissatisfaction is higher
for Navy recruits. For instance, more Navy than Marine
recruit attriters said they are dissatisfied, and more
regular duty sailors than marines said they were dissatis-
fied at the completion of recruit training. 1In the fleet,
however, Marine adjusted men and attriters are slightly
nore willing to accept a discharge than their Navy counter-
parts. These results are presented in Table 2.

Table 2
Expressions of Dissatisfaction
B llarine Navy
Adjusted Attriters Adjusted Attritera

Recruits dis~
satisfied 14% 53% AL 71%

Men in fleet who
weare dissatisfied

at end of recruit
training 14% kel ] 18% kF1)

Men in fleet laass
than 18 monthe who

would prefer to be
discharged 71% 88% 68% 92%

Men in fleat 18
months or over who
would prefer to be

discharged 56% 808 418 79%

" This figure is underestimated because of sampling
bias. The Nav¥ adjusted recruits represent well
adjusted recruits rather than typical recruits. 1If
it were assumed that rates in the Navy follow the
same trend as rates in the Marines than the best
estimate of the true percentage for this group would

be about 38%,

I1-2
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A Rates of dissatisfaction are hi%heat among men who have
I : been in the service less than months. s the data
R In Table 2 Indfcate, this is true for adjusted and at-

b/ ; triters in both branches of the service. Some reasons
- for this trend are related to the military while others
are not. For instance, men in the service less than
g ! 18 months more often complain about their training, job
3? assignment, social life and lack of travel opportunities.
i | l They are less likely to have cars and less likely to have
g { been on a cruise. In effect, they are more often dis-
By : ) aipointed and bored, and feal isolated in their present

s

tuation.

3 : Men in the service 18 montha or longer are more likely to
ﬁ: ba married, and hence dissatisfied because they are not

. with their dependents. This is especially true fo. sailors.
4 The only organizational factors that seasoned servicemen

B complain about more thanlyoungqr men are supervisors'

g ~ attitudes and harassment.* They apparently feel that

they have reached a point in their military career when
they should no longer be subjected to the same authority
patterns that are used to regulate younger men. One

Navy attriter who had completed three and a half years of
service expressed it this way.

s
’&
s -

; ; "I'm fed up with it now. Whén I first enlisted I

o f tried to put up with them (supervisors). As time

- } went on the difference of treatment between officers
9 : and enlisted men really bothered me."

1 About 16% of men being attrited would Erafer to remain in

y ; the mervice. Recrult attriters in bo ranches are more

3 ; Tillely than attriters in the fleet to say they would prefer
: \ to stay in the service if they had the choice. Another

{ , indication of recruits'desire to stay is the fact that
b only 15% gaid they would not stay no matter what changes

: ; wera made in the service. Thirty=-three percent (33%) of

I the regular duty attriters interviewed took this position.

Most attriters ssid they had mixed feelings throughout .

their service careers about wanting to be discharged, 1

In other words, there had been good times and bad times !

for most attriters. A much smaller number, about 18%, A

J said they have wanted to be discharged since training., 4
4 The results of the question "Have you always wanted
4 to get out, always wanted to stay, or felt both ways

' sometimes?" appear in Table 3,

‘ ' ¥ The term "harassment" was a pre-coded responsa given to g
; the interviewee.
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Table 3
Attriters'Desire for Discharge

s : Recruit Attriters Regular Duty Attriters £
k. ‘ Attitude Marine Navy Marine Navy b

‘ Always wanted ‘;

! discharge 14% 184 240 14%
cﬂ i Always wanted .
to stay 158 218 L T $ X b
AR Had mixed feelings N 61N 688 750 s.
- Total | 100 100 99 100 h:
8 N (100)  (120) (201)  (244)

- B. Counseling Received by Attriters

. ' This seation examines the extent of counseling and advice, 'r

- both formal and informal, received by attriters prior ’

b to their attrition. Attriters' perceptions of the value,
(M} or potentioral value, of this counseling are also examined.

o} A lil%bl. “EE%‘” of attriters, especially marines in
. the fleet, as elr superiors to he em leave

3 28XVice, ou of Navy “
. ask for this type of assistance, while in the fleet 38% b
j of Maxrines and only 20% of Navy men ask for it., The
reason for the lavge difference between sailors and

marines in the fleet is not known.

i It was not feasible to determine at what point in the

B atvtrition process most of these requests are made.

. fome respondents admitted making the rejuests for the

first time only after returning to the base from being absent

without leave (AWOL). Others, however, said they tried to obtain a

dischaxge first, and then after being refused, went on |

unauthorized abrnence (UA). Ona third (33%) of Navy attriters

in the fleet o 2 23% of their Marine counterparts nuid

their problems resulted from an act they committed after .

birlng denial o racuest., Since most of these requests )

~& 08 for *nlngs other than a discharge, it appears that .

! only abrut 10% of attriters in the fleet go UA or vio- .

K | la:e some other regulation because they are denied a J

‘ ’ discharge. b
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Approximately 7% of Marine and Navy attriters in the
fleet said their superiors encouraged them to try to
obtain a discharge from the service. A slightly smaller
percentage of recruits, about 4%, said they were en-
couraged by a superior to seek a diacharge. Thus,

very few men are leaving the service bscause they are
ancouraged by their superiors to do so.

Approximately one out of three attriters said the
attriters
elr problems w the Marines/Navy
first ocourrod, they raceived advice or counseling from
any sergeants/petty officers oxr officers. There is

not much difference in responses among the several
groups. The raesults are presented in Table 4,

Table 4 I

Percent of Attriters Receiving Counseling %
Marines Na :

Recruits el 1 1 i
Regular Duty 34N 418 5

! i

Of the attriters who received counseling or advice, !
about 40% said they had requested it themselves, while :
the other 60% said it had been unsolicited. These men

were also asked how they regard the counseling rsceived)

that is, do they consider it friendly and sincere, or cold

and impersonal. Overall, about two cut of three men said

it was friendly. During the interviews, recruits were

slightly more likely than men in the fleet to say they

were offered counseling and that it was friendly.

The reader should be aware that the figures just noted

are percentages of parcentages, and although the counsel-
ing that is administored is generally favorably re~

ceived, the giving of counsel and advice to men with
adjustment problems is the exception rather than the

rule. For instance, of all attriters combined, the
percentage that received what they considered to be friendly
counseling is only about 23%, The percentage that received
friendly counsaling without first requesting it is only 16%.

This pessimistic conclusion concerning the utilization
of counseling must be viewad with some caution hecause

I1I-5 ,
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y o adjusted men were not asked specifically about their

P experiences with counseling programs. It is, of coursse,
possible that many potential attriters are rescusd because

b , of effective counseling. However, remarks and responses

4 | offered by adjusted men do not indicate they had benefited

to any large extent from counseling.

£

b Among attriters who did not receive counseling, about 40% -
'55 feesl it would have been helpful to them if tth had received
- some. Marines interviewed were slightly more likely to fesl
this way than sailors. Table 5 illustrates these attitudes.

ol
¥ Table 5

3 Expected Value of Counseling
Recruit Attriters Regular Duty Attriters

@g Expected Valus Marines Navy Marines Navy
- Would have helped 418 3TN 468 37
ﬂi Would not have

@ helped 464 43y 458 52%
-%5 { ) Do not know _13y 203 __9 10%
?f Total 100 100 100 99

- N (100)  (120) (201)  (244)
!

& (

,ﬁ C. Intentionality of Misconduut

In an effort to determine how much attrition is voluntary,
. attriters were asked if they had realized at the time

) they committed the offense that they could be discharged

‘ for it. Those who said no were then asked if they would
still have committed the offense had they known. The
results show important difforences bhetween recruits and

p regular duty men on this insue.

: Most recruit attriters said their attrition Aid not result
) Trom deliberate misconduct, DUt most :chIhg_ggE attriters
.- sald they deliberately did momething wrong. Only about
- J08 of recrult attriters sald they Encw Egay could be ais-
charged for doing what they did. Gcncrnlli. recrulte are

‘ initgally unaware that such things as the inability to

keep up with the fast pace of training, refusing to comply

. , : with commands of their drill instructor/company commanders, :
- ' or inability to meet classroom or physical training !
standards could lead to attrition. i

g lm
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Savanty~-two percent (728) of regular duty attriters said
they were aware of the possible consaquences of their
actions. This is to be expected since most men in the
fleet went AWOL before being attrited. Included anong

the 29% who said they had not expected to be discharged
are men who said they were falsely accused of theft, using
or possessing drugs, etc., men who felt justified in gqoing
AWOL because of personal problams or perceived mistreat-
ment by a superior, and men who committed impulsive acts
such as punching a supervisor or knifing another enlisted

man.

Among men in the fleet who had not considered the possi=-
bility of baeing attrited before thay acted, nearly half
said they would have committed the offense cniwuy. even
if they had known it would lead to their attrition. This
means, in effect, that onl{ 15% of attriters in the fleet
unintentionally put themselves into a position of being
attrited. A smaller percentage of recruit attriters said
they would commit the same offense, but the data fyrom the
responses to this question are not significant in view

of the large number (70%) of this ¢group who had unin-
tentional offenses.

Embarrassment About Leas Than Honorable Discharye

At the completion of each interview, attriters wwere asked,
"Your discharge from the Marines/Navy will not be an
Honorable Discharge. Will you be: very, somewhat, or
not at all embarrassed about this?" The responses in-
dicate very low levels of embarrassment exist.

Almost threa=-fourths of regular duty attritexrs saild the
are not embarrassed about receiving & dlscharge wWhioh
hal? of the 11

X
s not Hornorable, Almost one- recrults feel

this way. ee Table G, nly & Tew regular duty at-
riters said they are very embarrassed.




f Table 6

b1
k! | ) Embarrassment Concerning Discharge
1 - .
» t
3 ' Degree Marine Attriters Navy Attriters

gf Less than 18 months Less than 1B mon

4 Embarrassment Recruits 18 months _or more  Recrujits 18 months _or more ;

| v':‘.'d'mb“"'- 14 ' 15% 454 1% 158 ;
; S et rassed 298 138 19% 194 164 154 "'\
é} | Nc:m;zr:iilcd 578 83y YA} 36y 228 - 708 &
T N N T

. Although the number feeling no embarrassment is surprisingly o
4 large, the responses are consistent with statements and 9
- opinions provided elsawhere in the questionnaire. Most

i, men in the fleet feel no remorse or embarrassment; rather,
. thay feel justified in attriting for any one, or saveral,

. (w) of three major pexceptions:

- ¢ There are higher priorities, such as family welfare H
or own mental health, to considerx, .

e The military did not keep its part of tha contract
by providing promised training or job assignment.

f ® Since military laws are unjust bacause they do not
- function to correct mistreatment from supervisors,
twere is no moral responsibility to obey these laws.

Theae reasons mn{ bae based on fact, they may be ration-
alizations disgulising other reasons, or they may be

b merely based on misperceptionas or misunderctandings.
3 However, regardless of their psycholouical origin these
reanons are widely held among attriters in the fleet

and help to explain why thore is little embarrausment or re-
morse concerning receiving a less than hionorable discharge.

Recruits have highar rates »f embarrassment than do regular
dutI personnel because their problems more often result from y
their inability tn cope. This is ulso the reason for the dif-

! ferences batween Navy and Marine recruit attriters. As shown

. : later, Marine recruits more often resent the dehumanizing

. ’ : nature of training, while Navy recruits are more often frus-
trated with their inability to keep pace and handle classroom
pressures.
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Table 6 also shows that men in the fleet with less than

18 months time in service show the least emLarrassment.
Although this appears to be due primarily to their

low status on the totem pole and consequent feelings of
relative deprivation, it may also reflect a difference

in attitude of men who enlisted after the draft was
eliminated. There is some evidence fron analysis of nar-
rative responses that these moure recent enlistees view
their enlistmeni as a contractual arrangement wheraein both
parties must meet their obligations. Some attriters admit
responsibility for first breaking the contract, but most
feel that the military did not keep its part of the ocon-
tract, One sailor who had been in less than a year ex-
pressed his position as follows:

"When I enlisted the recruiter guaranteed me a

Basic and Advanced Electronics school. When I want
to classification in boot camp I found out I had

no school. They would not belisve my budd{ or

my parents that I had been guaranteed school. I

was on the weightlifting team before I came in and
the Navy was supposed to sponsor me, according to my
recruiter. I turned down a college scholarship to go
into the Navy and then I guet the run around, I
decided that I had it."

Summary and Implications

This section foouses on the principal findings to

emerge in this chapter. It also includes implications
for pclicy directives aimed at intervention in the at~-
trition process. The findings concerning dissatisfaction

are:
e Dissatisfaction psaks somewhere between the end of
reoruit training and 18 months of service.

e In the fleet, marines are more dissatisfied than
sajlors. The reverse is true among recruits.

e Dissatisfaction among adjusted men is almost as
high as dissatisfaction among attriters,

Later chapters show how and why recruits differ from

men in the fleet in dissatisfaction. The most important
point to be noted here is the large amount of dimssatis-
faction among the average (i.s., adjusted) men in the

e e i e S

L S T o P S



A fleat. This finding suggests that attiicers are not merely
A men who have had more dissatisfying experiences in the

b , service. Rather, they are differentiated from adjuated

. ) men primarily in how they react to their dissatisfaction.

E Thus, in addition to identifying organizational features

H that cause more problems for attriters than for adjuated
men, this report also focuses on how attriters differ from
adjusted men in handling their problems. As later chap-
ters demonstrate, attriters can be distinguished from
adiusted men on the basis of some organizational expe=-

N riencmas. Thc point here, huwever, is that attriters'

| reactions to unsatisfactory experiences may be as im=-

| portant as the actual experiences.

:? The principal findings concerning the attrition prooesss
1= are

e Most attriters in tho fleet intentilonally contribute
to their attrition by going ULA.

e The attrition of recruits more often results fsom
their inability to adjust to unaxpected demands.

. e Only about 10% of regular duty attriterms go UA
: | with the intention of being attrited after first
seeking to be discharged via appropriate procedures.

® Men with prohlems 4o not usuvally receive counseling.
Howvover, about 40% of attriters who did not receive
counseling think it would have helped them (Tables 4 and 5).

e Most atiriters feel justified in prematuraly ter=- 1
minating their service duty, e

The obvious implication of these results is that there is B/

; a need for some mechanism whersby a dissatisfied man can 1

) j obtain counsaeling. This counseling should be geared prl- i

N marily toward assisting the man with his proiblems and

v ; only lecondarilI toward trying to convince him of his i

contractual obligations. It should attempt to preveat b -

i ’ the disgruntled serviceman from going AWOL, for once |

v ] ' he doss this he has, in a sense, made a paychological

] commitment to be attrited. This prevention would best ]

3 (.} be accomplished hy demonstrating to the man that there is ]
a rasponsible person or unit available which will investi-
gate his complaints. Even though in many cases this

Bopas Sk
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counseling agent may hot be able to direct any changes, ' _&
the mere cemonstration of willingness to assist may be i
enough to dissuade potential attritars from leaving the

service. .?-

| An analysis of the narrative given by attriters in re- k-

| lating their perception of the causes for their attrition

l indicates that many men had hiygh rates of dissatisfaction
prior to attriting. Furthermore, these results indicate N

} that certain stated cavses of attiition, such as conflicts i

i with supervisors, act as "straws that broke the back." .

; Thece nien appaar to have buen highly susceptible to attrie= b

) tion gnd it did not take a great deal to push them over "

. the edgs.
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IIT. PRE-SERVICE FACTORS INFLUENCING ATTRITION

A. Dumographic Characteristics :j.

This section examines the relationahip between demographic -
characteristics and level of adjustment. The data are A
presented in two parts.

First, the effect of those demographic characteristics .
which are usually included in the enlisted men's record
files are examined. These include such things as race,
age, marital status and level of education. This presen-
tation is intentionally limited in scope. It would

be impractical and unreliable to attemit to describe b
"who" is attriting on the basis of a limited sample, §
only part of which was obtained through random probabillty k-
gselection. Such a description would be more reliable
if it were developed from an EDP analysis of Marine and
Navy personnel records.

The second part of the demographic analysis examines those -
characteristic¢s not ordinarily included in the enlisted 3
. men's record files. Included here are such features as

i ; engagement status, socioeconomic status, and pre-service 4
arrest record. .

Demographics included in personnel records

1 ; Three demographic characteristics that have been consistently -
; i related to attrition are age, race, and educational attain-

3 : ment. Men who are younger, non-white, and/or not high i
4 school graduates have higher rates of attrition than their 3
e counterparts. The present research has also found higher b
: attrition rates in these aroups, but there are several
aspects of these findings that deserve comment.

., The difference in age at enlistment between attriters and

i : adjusted 1s minimal. Within any one segment of the sample
; | there was no more than eight-tenths of a year difference.

I I ’ Among men in the fleet, the attriters enlisted at a younger

F: S age than the adjusted men. Hcwever, among recruits the

4 opposite is true; attriters, on the average, were older b

¢ than adjusted recruits at the time of enlistment. This

. indicates that younger men have more adjustment problems
‘ - in the fleet than in training.
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Blacks in the sample have higher rates of attrition than
whitesi however, much o 8 _racia erence is due to
i factors othar than race per se. For example, blacks
generally have less preparation and are less likely to
attend a training school. Both of these factors in them-
selves affect satisfaction and likelihood of attriting.
In the regression the independent effect of race is very
small (see Appendix A).

Overall, 15% of adjusted men in the sample were black, com=
, pared to 21% of the attriters. A complete dimcussion of

| differences between blacks and whites will be presented

i in Chaptar Vi1,

Level of educational attainment is one of the most important
factors influencing attrition. MNen having less than a

oh school education have a much greater probability of
attriting than men who graduated from high school. This
is true for every group. Among marines in the fleet, it
is the single most important factor (see Appendix A),

- Educational attainment is important for several reasons.
& First, it is highly correlated with other pre-enliatment
' factora such as forethought and participation in the

oo

ﬁ; ' (W) delayad enlistment program. Secondly, it affects tha

by man's opportunity to go to a training school. Thirdly,

%. and perhaps most importantly, failure to complate high school
| may be indicative of a personality that has difficulty ad-

ﬁ . y justing to organizational rules and communicating personal

b ’ problems and needs,.

The effects of low educational attainment are felt most

heavily among marines in the fleet and recruits in the Navy, y

As will be shown later, the former group is diassatisfied R

because they feel their ekills are not belng utilized, -

3 while the latter group is dissatisfied because they do-not

- - have the skills neceasary to meet the academic yequirements.
» Contrary to what was expected, blacks in the-sample were

slightly more likely than whites to have a high school

. ! diploma. The figures for these raesilts are presented

, in Tables 8A and AB. _ ’

§ , Two other demogrgphic characteristics having some relation-

4 ship to attrition are the msize of the serviceman's home town

. 3 and his marital status. Generally speaking, men rrom less

| : populated towns are less likely to attrite. Overall, 43% of
4 - the adjusted men interviewed come from small towns, but only

I111-3
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Table BA
' Education by Attrition Status and Service
lﬁ o Marines Navy
A Recruits™  Regular Dut Recruits Regular Dut
(I Education AYy.  AtEr. . r. Ad], Attr. - AEEZ.
| 3 -t % = % ¢ T %
P ; Less thanHigh .
. T school 26 34 32 66 7 M 18 46
bz, i
,‘] l Completed High
; | School . 66 55 57 30 75 51 59 47
5 |
A Some College _8 10 i1 _4 18 _5 23 _7
| :
.}; Total 100 99 100 100 100 100 100 100
. N (50) (100)  (100) (l00)  (100) (100)  (100) (100)
8 J
b | |
/I
\H 4 Table 8B
‘ Percent of High School Graduates by Race*
3 Adjusted Attriters
White 80% (203) 508 (247)
]
i Black 85% (34) 58% (69)
|
\'-' : * Numbers in parentheses are the number of respondents -
b | : included in that category. 1In this table, other
3 ‘ minorities such as Spanish speaking and Filipinos ¥
- ! are not included. i
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35% of the attriters do. This relationship holds regardless
of the respondent's race or education.

Marital status is related to attrition only for Navy regular
duty men, among sailors in the fleet, 14% of the adjusted
are married, compared to 32% of the attriters. Among
recrults and marines in the fleet, the differences are in-
significant. These findings are shown in Table 9.

Table 9

Percent Married

Recruit Regular Duty
Marine Na!x arine Navy

' N \ '
Adjusted 6 7 33 14
Attriters 9 11 32 32

Demographics not included in personal records.

Pre-service emeloxment oxEorienoa does not agiear to be re-

ated to attrition, ervicemen not employed in a full=time
position prior to enlisting are not more likely than amployed
men to become attriters. About 60% of attriters and 64% of
adjusted men were unemployed before coming into the service
(most, of course, are recent high school graduates). From

the known composition of ‘the sample, further examination reveals
that of the approximately 610 sarvicemen not working full

time prior to enlistment, 400 or 65.3% became attriters; wheraus
of the approximately 385 who were working full time, 267 or €9.9%
hecame attriters., These facts alonag with the reasons given for
anlisting (e.g., see Table 17) tend to refute any suggestions
that attriters aro more likely than adjusted men to enlist
solely to seek raellef from unemploymnnt.

Family background does have some relationship to attrition.
riters more often come from homes w
no longer living together. 1In most cases this is a result
of divorce, but it also results from the death of one or
both parents in about one-third of the families. Marines
more often than sailors come from incomplete families.

III-5
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Taple 10
Family Composition of Attriters and Adjusted

b = el Gt

——
o

e s . it

{

| Marines Navy

% ‘ Adjusted Attriters Adjusted Attriters
l L ] % %
it | Parents alive

5 and together 65 48 76 58
g | One or hoth

i parents dJdead 9 20 10 20
i

i Parents divorced

% or saparated _26 31 12 _25
kL . Total 100 99 98 100

(Data combined for recruits and regular duty)

Compared to adjusted men, the attriter's family is more

: often of a lower socioeconomic status. Fathers and mothers
i of attriters are less likely to have completed high school.
¢ \ The attriter's father, when present, is also more likely to
! ) be in a lower status occupation.

Academic performance a -arl to be related to attrition.
a school completion may not,
in itself, be an adequate indicator of performance, it %
wvas decided to obtain other measures of academic perfor- |
mance. One measure was to ask respondents what their p
grade average had been in school, and the other was the '
. interviewer's judgment of whether or not the respondant had
! reading difficulty. (During the course of the interview, 3
; respondents were asked to read items to the interviewer from )
lists provided.) 3
|
I

Both measures indicate that attriters have a worse academic ‘

performance than adjusted men. In the course of interviews, .

attriters more often than adjusted men said their grade :

. average had been a C, D or F. This is especially true of :
Navy recrult attriters. On the basis of the interviewers' W

: ' judgmuntl, attriters more often than adjusted men have :

i reading difficulties. (No measurements of the reliability of

' these interviewer's reading ability judgments were made.) Again,
this is especially true of Navy recruits. The results are pre- :
sentad in Table 1l1. .
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_ ) These data indicate that, although the Marines have a higher

B percent of non-high school graduates than the Navy, the

-l l Navy may actually be attracting (or recruiting) men who are
more deficient in academic skills.

Table 11
T Academic Performance of Respondents
3
o Recruits Regular Duty
b Marines Navy Marines Navy
f p
i@ Adi. Attr. Adj. Attr. Adj. Attr. Adj. Attr.
}% Percent with C, ' ' ‘ ' ' ' ' b
”ﬁ D or F average 50 63 2 M 44 B2 45 54
?ﬂ Percent having
i difficulty
! reading 4 13 - 30 2 8 3 2
b
| N (80) (100) (60) (120) (100) (201) (120) (244)

Pre-enlistment arxests are more common among attriters
_ verall, abou more attriters in
i Y ey had baen arrested prior to enlisting
,m, in the sexvice. The Navy and Marine Corps have almost

¢ the same proportion of men with pre-enlistment arrests.

L Among those previously arrested, attriters are also rore
%' likely than adjusted, 78% ve. 72%, to say a waiver was re-
! quired for them to enter the service. Thus, men having

. arrest records are a higher risk to attrite, but this

3 ragtor alone does not account for a large amount of the

@' differances between attriters and adjusted men.

§ Table 12

- Percent Having Pre-Service Arrests ;

;
] Marines Navy |
-4 Adjusted Attriters Adjusted Attritexs !
b | ,
= 21 29 18 26

.f ! . (Datu combined for recruits and regular duty)




Enlistment Preparation

The amount of preparation for military service was measured
in several ways. Respondents were asked how much forethought
they gave to their enlistment, how much information thaey
received from recruiters, and how much they discussed their
decision with parents and others.

The results clearly demonstrate that preparation for mili-
tary service is related to attrition and that many at-
triters are inadequately prepared for military service at
the time of enlistment.

Attriters freguently enlist impulsively. When asked how
Iong prior to their anlistment date they first conasiderad
enlisting, over 50% of all attriters interviewed, but only
about 23% of adjusted men said it had been one month or
less. Even though most of the men giving little forethought
to their enlistment are non-high school graduates, the ef-
fect of inadequate preparation on attrition is still felt
when education is controlled in the analysis. That is, it
was found that even among men who are high school graduates,
those who enlist impulsively are far more likely to attrite.
The effect of enlisting impulsively is felt in the fleet as
well as in recruit training. Table 13 below summarizes the
results for recruits and regular duty men.

Table 13
Parcant Giving One Month or Lema
orethoug o Enlisting
Marines Navy
Racruits Regular Duty Recruits Regg%ar Duty
) ) )
j Adjusted 22 35 13 21
i
; Attriters _52 55 49 50
| Differences 30 20 36 29
i
[ !
i
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Participants in the Delayed Enlistment Plan have signifi-
can ower rates of attrition than non-participants.

\ Although most men involved in this program also gave suf-

/ ficient forethought to enlisting, this program alone
generally serves to reduce attrition. For some unexplained
reason, this aspect of pre-service preparation loses its
effectiveness for sailors once thay go into the fleet.

Even though tho program is more popular among high school

students, its effect is felt even among school dropouts.
Table 14 below shows the effect for each educational group.

P

ST Tt

§ Table 14

gi Percent Involved in Delayaed Enlistment Plan

¥

i Recruits

ﬁ] Marines Navy

;| Education Adjusted Attriters  Adjusted Attriters

3 Less than

i high school 468 (6)  29% (10) 758 (3)  27% (14)

s High school

%h graduates 94% (34) 61% (40) 828 (46) 36% (24)

b L)

1 J

};

Ei Regular Duty

i Marines Navy

&‘ Education Adjusted Attrited Adjusted Attrited

f Less than

i high school 44% (14) 34% (45) 198 (4) 188 (20)

/

5‘ High school

; ! graduatesn 69% (46) 36% (25) 348 (34) 358 (24)

| !

b ;

o Attriters are no more influenced by family, friends or ?
!

relatives than are adjusted men. sspondents were asked

W whom they talked about enlisting, and what kinds of

reaction thcx received from these people. surgrilingly.

: there is no indication that attriters confide less in
their parents than do adjusted men; nor is there any

evidence that attriters' parents are less agresable than

parents of adjusted men to thei:r sons' dscisioa to enlist.

D




) One apparent exception to the absence of interpersonal
influences on attrition is the effect of enlisting on
the Buddy Plan. It was found that recruit attriters are
less likoly than recruit adjusted to have enlisted on the
Buddy Plan. This effect is independent of the forethought
given to enlisting. Apparently, having a friend in the
same recruit training unit serves as a support to remain
in the service. This conclusion is supported by the fact
that the effects of Buddy Plan enlistment are not present
for men after they have been separated from their enlist=
ment partner in the fleet. The results are presentad
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? i Table 15

2 !

%y | Percent Enlisting on the Buddy Plan

3

%f Recruit Regular Duty

%i Marine Navy Marine Navy

%} \ ' ‘ \

‘}; i Adjusted 39 27 27 14

|

! L) Attriters 25 16 30 15

é l biferences 14 11 -3 -1 ;
I ¢
i . .'
. ! At the time of enlistment, recruit attriters were less ?
;e oon%!@ent than adjusted men of comgiotlng thelr service f
L ) ation, Over one- ' attriter respondents

E' IiTagfﬁi?“had some doubtl at the timo of their enlistment !

| that they would actually complete their enlistmont obliga-
i tion. Only about 108 of th® adjusted men felt this way.
There are no differences bLetween Marine and Navy respon=-
dents on this issue.

ey

Attriters were asked if, at the time they enlisted, they |
had known anyone who terminated their military service :
prior to completion of their obligated term of service.
Twenty~three (23%) of Marine and 28% of Navy recruit
attriters answered affirmatively. Hence, nearly one out
of four attriters realized at the time of service entry
that attrition is a realistic alternative to completing
their obligation.
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) More attriters than adjusted men feel they received incomplete )
Information from recrulters. Approximately 558 of recruif ad- 3
justed men, compared to only 28% of recruit attriters, said

b : the recruiters' description of recruit training was generally

o ; complete.

( The reasons for these differences were not fully explored k.
B in the interviews. It could be, of courase, that the attri-
' ters do not take the time during their impulsive enlist-

e ment process to make inquiries of the recruiter. On the

3 other hand, it could be that the recruiter volunteers only
;. information that appesrs attractive to the enlistee. About
i 20% of all recruits interviewed (attriters and adjusted)
sald what they were told was "a lie."

It is interesting to note what recruits remember being
i ' tnld by recruiters, because the organizational factors
. ; cited most often as causes of attrition (see Table 15) i

are among the factors about which recruits said they were i
g told the least. These include the daily training schedule .
B ; ' and harassment they might receive from superiors. Table 16
- lists the percentage of recruit attriters and adjusted men
N . interviewed who said they were told about each item by their -
: 4N recruiter. These items were precoded; that is, the items 3
i were provided on a list and the respondent merely indicatad b
yes or no ~- they weres, or were not told =~ for each item. )

T e e e

T

Bty -~

S e L T
=

When asked what other faztors they were not informed about, .
many recruits mentioned the fast pace of training and, k.
among Navy reoruits, the amount of classroom work involved ¥
in training. iy

When respondonts were asked if they contacted tha recruiter ;.
- first or if the recruiter contacted them first, attriters ¥
5 i were as likely as adjusted men to say they thamselves made .
the filrst contact. Attriters in the study were also as |

likely as adjusted men to say they talked to more than one -
recruiter before enlisting. Hence, there is no evidence &
indicating that recruiting procedures result in contacting S
more "attrition-prone" than adjustad men. On the other b
! hand, there is evidence indicating that attriters are less

i informed, ané possibly more often misinformed, than ad- ]

justed men, ' )
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Many attriters feel that recruiters are responaible, at

least in part, for the problems they are now having. During

the interviews some suggested that 1f they had been fully
may not have enlisted. A few quotes from the

informed, they
interviews illuatrate how the study respondents reacted.

T T
—

"I was not told that I would not be able to uae
‘ the bathroum the times I needed. Recruiter didn't
i toll me about the mental strain and harassment. I
Sre was being treated as a child instead of as a man or
_ even a human being. I was also supposed to get an
education in boot camp during training." (Marine Re-

crult)

e

. "Ha did not tell mm completely about Physical Train-
i ing and made it look light. Had I bsen told how

bovt camp really was, I might have thought twice ™
before signing up. The recruiter never told me that
if I have troubla reading, I would be put back and
have to stay here longer.," (Navy Racruit)

TR S ST S,

EREEeSD

i

e

i (o “The racruiter nevar told me that we might not get

K " the schooling he had promised. He didn't warn us

. about the constant harassment, the beatingm up.

i He also didn't mention that we had to sign a paps:
at the and of recruit training, stating that we

had not bean mistreated.” (Marine Regular Duty)
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k) ‘*
_f& | Table 16 k
,%f | Percent Told about Each Factor by Recruitar %
| i 3
'f% ' Marine Recruits Navy Recruits d
_‘; | f ‘,
8 ! Adjusted Attriters Adjusted Attriters K
54 ‘ Factors ) (] [} f,
ﬂ& The procedures for 3
L . making a complaint .
ki about one of ycur 1
JH‘ ! supervisors 16 14 18 4 -
“@g The daily schedule f
I8 followed in recruit i
o training 24 14 32 8 b
b The types of behavior 3
4 that could lead to g
g discharge 48 22 25 9 B
! ‘ The harassment Iou might f
i () get from supervisors 58 3l k] 15 .
ﬁg ' The type of discharge ’
. received if someone is A
|- dismissed for bad .
L behavior 52 29 28 19 3
[ The amount of physical i
g exercise and conditioning *
b in training 70 47 58 27
g The procedures for 1
- ; applying to a school 40 36 70 44 !
- : How much pay you receive S
5 5 on reaching yrade E-3 68 46 75 45 o
3 | The purpose of the battery [
- i of classification tests i
K that you took at the start 1
3 of training 82 54 87 51 1
R The type of duty assign- f
8 . ments available after -
g - | recrult training 80 67 70 59
] i The number of weeks of :
@_ ; recrult training 94 84 90 87 {
. A N (50) (100 (60) (100 A
- g |
¥ ! ; Multlple responsa possible s
| ‘ | III-13 X
C o : ;
- !
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! C. Reasons for Enlisting

- Attriters and adjusted men express gimilar rsasons for en-
| listling in the service. Both groups interviewed sald theilr
P priorities when they enlisted were to learn a skill and to
) , be independent. Sailors also expressed a desire to travel,
3 and Marines wanted to prove they were good enough. The
reasons are consistent with current recruiting advertising

appeals,

[ Although attriters and adjusted men each rank "learning a
skill" as the number one reason for enlisting, attriters,

f especially in the Navy, are less likely to sign-up for a

! school. This is an apparent indication that the attriter

§ has an inaccurate perception of the planning and prepara-

£ tion necessary for obtaining desired occupational training

; in the service.

¥

}

b

Listed in Table 17 are average importance ratings given to
3 a list of pracoded reasons. The information is presented
! for recruits only. The higher the score, the less impor-
B . tant the reason was in influencing enlistment. The takle
P illustrates that, alrhough adjusted men give higher impor=-
¥ tance ratings than attriters to almost everythiig, the two
; groups give about the same ranking to each factor.

D. Summary and Implications

In summary, certain aspects of pre-service preparation are

i clearly related to attrition. Men who enlist impulsively,

; without sufficient information akout what is aveilable and
what to expect, and who are not usufficiently confident

about completing their enlistment obligation run a high risk
of becoming attriters. The risk is highest at the recruit
stage, but effects of inadequate preparation are still felt

among men in the fleet.
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e | }
| Table 17
:E!% Average Importance Ratings of Reasone for Enlisting*
_f. 5 Marine Recruite Navy Recruits
i
k Reagons Adjusted Attriters Adjusted Attriters
ﬁ% The opportunity to learn -
S a gkill or trade in the :
B! Marines/Navy 1.3 1.6 l.2 1.5
i The desire to be - '
,&j independent 1.8 1.9 1.7 1.9
{ﬁj The desire to prove you
n@; were good enough to be
R a Marine/Sailor 1.5 1.8 2.1 2.1
.?ﬁ’ The opportunity to serve
g and defend your country 1.5 2.0 1.6 1.7
fyi The opportunity to travel 2.0 2.2 1.6 1.8
L ‘Wanting to develop into
E L more of a man 1.8 1.9 1.9 1.9
%; L Wwanting to spend some
- time in the service until
4. you decided what you
. wanted to do in life 2.1 2,1 2.4 2.1
- Things the recruiter
- told you 2.3 2.3 2.7 2.5
- Not having a good job at
3 the time 2.7 2-4 2-3 2.0
-3 Wanting to be eligible
8 for the G.1I., Bill 2.5 2,6 2.3 2.5
4 Encouragement from your
- family or friends 2.8 2.6 2,5 2,3
g N (50) (100) (60) (120)
31 i *Scores on importance rating:
;
A E 1 = Very important
;? % 2 = Somewhat important b
g ! 3 3 = Not very important §
i g ! 4 = Not important at all #
( ' l‘
f 111-15 2
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IV. ORGANIZATIONAL FACTORS INFLUENCING ATTRITION
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ORGANIZATIONAL FACTORS INFLUENCING ATTRITION

Overview

Findings reported in Chapter 1II show that inadequate
preparation for miliitary service is highly correlated
with attrition., The present chapter focuses on the
affects of factors indigenous to the military itself.
These organizational factors are examined for their
independent influence on attrition, as well as their
influence in combination with pre-military factors.

The order of presentation in this chapter reflects the
importance of each factor in causing dissatisfaction and
attrition. Here the measure of importance is based
largely on the respondents' perceptions. According to
raegpondents, the largest problem lies in the area of
discipline and regimentation. Some men feel there are too
many picayunish rules, while others feel they are
victimized by unbridled abuses of power. Somewhat less
important are the training programs and consecuent duty
agsignments. Pay, rank, medical care, interpersonal relation=-
ships, and administrative problems are only infrequently
perceived as causes of attrition.

Summary Tables

Following are six tables that summarize the respondents'
view of causes of dissatisfaction and attrition. Since
the chapter is organized by factors, presenting these
tables together here serves two purposes. It avoids the
necessity of reproducing them in part or in full each
time a factor is discussed. It also provides an over-
view, or gestalt, of the relative importance of each
factor in the attrition process. The regression analysis
in Appendix A also includes several organizational
variablas.

Tables 18 and 1Y compare attriters and adjusted men

on thelr perception of causes of dissatisfaction. The
first table summarizes the selections of recruits and
regular duty men fr.an a list of factors that are common
to both groups. The second table summarizes selections
made by men in the fleet from a more extensive list.
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Tables 20, 21 and 22 summarize the views of attriters.
Table 20 presents some of the factors and conditions
that attriters feal contributed to their problem.

These are more remote causes of their attrition. Table
21 lists factors that attriters consider more immediate
causes of their attritlon.

Not included in Table 21 are the actions for which
attriters interviewed were being punished or discharged.
Instead, the situations, incidents, or factors that,

in the ayes of the attriter, are reasons why he misbahaved
are listed. In the vast majority of cases, unauthorized
absence was the last punishable offense committed by the
respondent.

An axample from one of the interviews will show how this
coding was arvanged:

Marine Regular Duty Attriter) "My mother became very
111. I asked for permission to go home. The request

was denied, so I went UA.,"

This marine's response would appear in both the "Family
Problem" and the "Leave Ragquest Denied" cateagories of
Table 21.

Table 22 list attriters' responses to the question,
"What changes would have to be made in the Marines/Navy
in order for you to want to stay?" (The question was
asked only of men who previously said they would prefer
to leave rather than stay in the service). The changea
suggested are largely consistent with the perceived
causes of dissatisfaction and attrition.

Regimentation, Leadership rnd Discipline

This section .overs three interrelatad topics: regimenta-
tion, leadership and discipline. They are covered to-
gether because attriters incerviewed often did not make

distinctions among them.
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k| ) Table 19
! . _—
Factor Causing Most Dissatisfaction in the Fleet*

.& Regular Duty** Regular Dutyww
" i

4 g Adjusted Attriters
tarines New erires iy
‘fi Supervisors' attitudes 1l 9 21 27
;%. Job training 7 2 9 8
hﬁk Daily schedule 7 X 3 X
‘%E ; . Llfe aboard ship X 6 X 15
L Pay 6 8 12 5
gocial life 27 7 9 5
é' Treatm-nt of dependents 3 6 8 6
é  _ Pride in the Marines 3 X 8 X
':f - Way civilians treat you X 19 X 6
.:; opportunlty to travel 8 X 5 X
;;_ Shipboard assignment X 2 X 8
%Z Ability to change duty stations 16 7 7 5
p? Work assignments (on shora) 2 3 6 4
:g“ ; Medical care and services 2 3 4 5
d | Rank 7 7 7 2
‘g | Dress regulations ' - 19 - 3
E Friendliness of men in unit - Y _1 -
'T. Total Total 994 99% 100% 99%
N (100)  (120) (201)  (244)

. :

| l ; % Percentage selecting each factor from a precodad list.

. : ! %% X indicates the item was not listed on the questionnaire
. version used for that sample group.
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ﬂ Conditions that Contributed to Attriters' Problems»

" g ! Recruit Regular Duty

3 ; _ Attriters Attriters

b

) Marines Nav Marines Na

gﬂ Conditions v "“t&" _1FZ

,] Pe e e e e Y I

“ﬂ ; Being harassed 50 40 73 66

i seing criticized for making a

i mistake 87 54 67 52

?h Too much physical training 18 a5 X X

Too little free time 40 53 34 53

o

if Being denied a request 35 33 58 52

‘%} Disagreement with men in the

- unit 25 29 40 62

R
R L Being falsely accused 43 33 52 21
K "\S\ , . ’.‘.
f&a ; Difficulty with classroom work 34 70 X X k
*J' | :Ilk
k- Dispatisfaction with 9
g . assignment X X 67 43 k-
¥¥ Family problems X X 65 69 'i
3
E ! Other conditions 13 8 3 2 §
N N (100)  (120)  (201)  (244) [
o _.:
@ ' " “Percentage selecting each factor from a precodel list. E
- Multiple response possible, )

A LT N G e
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) Table 21
| Attriters' Percaption of the Causes for Their Attrition

Transfer request denied

Other

; - Recruit Regular Duty
i ' Attriters Attriters
?i ! Perceived Causest Marines Nav Marines Nav
) ' Family problems 8 7 39 30
] Supexvisors' improper action 33 28 32 43
\# Change in attivude toward
;! service 17 29 33 43
3 Regimentation 13 32 16 44
1&; Fast pace 25 38 6 12
Promises not fulfilled 5 7 19 40
q Classroom problems 12 66 - 2
3 Being falsely acoused 7 7 17 14
hx ) Physical training 12 17 - -
i e Leave requeat denied - 1 12 17
X Drugs/alechol - 13 22
g Discharge re juest denied 1 11 7
:ﬁ Administrative problems - 13 8
|
S

3
2
1
Personality confliots 8 10 6 8
3
1
0

N (100) (120) (201) (244)

%;: Multiple respuase possible. |

) * Codes developed from responses to open=-end guestion, 3




@ s
3 ) Table 22 3
&i } changes that Would Induce Attriters to Stay In Service g
y.) : ; ;;
- : Recruit Regular Duty E
- ‘ Attriters Attritaers -
WR o
iﬂ _ Marines Nav Marines Na p
§& Ease Rules* '&-T'_' L §1FZ !
.1 ‘I.‘
@} : Change supervisors' attitudes 24 20 14 a8 %
i ! Better treatment of enlistedmen 24 14 11 16 y
@f Better job assignment 8 6 22 25 g

ﬂ% ! Increase pay and benefits 6 7 13 24 3

{8 Bettar job training 1 7 7 6 4
B Better treatment of dependents - - 5 5 ﬂ}
%' Change tests and schooling -
f*j procedures - 15 - - i

. iy

b Faster promotions - 1 3 6 !

1@ _ Lass physical training 7 7 1 - L
f&i ) More laenient punishment 4 7 2 2 3
_gg Change recruiting procedures 2 2 1 ] i
’ﬁ' | Shorter training period 2 3 - - !

§ Change uniforms - - - 5

v Miscellaneous other changes 4 7 10 4 !
. ; Would not want to stay 13 17 36 29 3
3 ; Changes not needed/I am at :
i i fault 12 16 4 2 . -
b N (100)  (120)  (201) (244) %
E u“
3 'I . . e . . o ﬁ
p J Multiple response posaslble. B
; : *Codes developed from responses to open-and question, S
j 4

b !

) ‘-




Issues related to discipline cause more dissatisfaction b

) amony attriters than any other organizatlonal factor. No ' 3
¥ / matter which attriter group is examined, or nc matter what 1
N way the questions are worded, dilscipline stands out as the
q factor causing the mot problems. In some casaes it func-

vl tionas more as & remote inflvence, causing dissatisfaction.

b In other cases, however, it functions as the "straw that -
3 breaks the back" of the dissatisfied man and is mentioned 3
- ag a cause of attrition., Sometimes attriters feel thay g
are just not suited for a regimented way of life. 1In other )
cases, attriters feel they are subjected to unjustified 3
discipline. A sumrary of reactions toward discipline=- 3
related issues will show how important this feature is for 3
the different groups. -

e Military discipline is a problem for both adjusted men
and attriters (see Tables 18 and 19)

e Haraasment from superiors is more often selected a3 , 1
problem for sveryone than are strict rules and ' A
ragulations (Table 18) W

ﬁf ! ¢ Haraasment from superiors is more often selected as a {

: 1 iﬁ. problem for regular duty men than for recruits (Table 18) 3
3 1y R
} ‘II’A
i | o)
. ﬁ e Supervigors' attitudes are mentioned by men in the fleet i
- ? as the primary cause of dissatisfaction twice as often 3
b . as any other factor (Table 19) 3
f ® Feeling harassed and being criticized are leading among @
- ' factors selected as contributing to attriters' problems P
- f (Table 20) h
; )
vy | e About one-third of all attriters suggest that an improper H
. action of their mupervisor caused their attrition, 3
& (Table 21) i
i ce

- e In recommending changes to be made that would make them
. ! atay, recruits most often mention supeivisgors' attitudes £

; and better treatment of enlisted men. These factors i
B ; were also mentioned frequently by men in the fleet 3
. ‘ (Table 22), .

‘ i Iv-8 o




Men complaining about rules and regulations generally do
not specify particular rules. Rather, they feel there are
} ) just too many rules. An exception to this is Navy adjuasted

men in the fleet. These men very frequently =omplain that
dress regulations are too strict.

Respondents were not asked specifically what complaints

they had against their supervisors. However, from the
narratives explaining thed causes of their attrition, the fol=-
lowing examples were extracted. They indicate tha type of com-
piaintl expressed by some attriters., They felt their super-
visors:

[y

e Are lazy and make the men do all the work

TV Rigerin

Fregquently get drunk or moody and physically or
psychologically assault the men

e

I e Play favorites in assigning duties and issuing
i leaves

5 { e DO not permit complainers to see the commanding
T officer

s e Are vindictive toward men who complained about them
e Stigmatize men who have been in trouble before
® Are prejudiced

e Do not sympathize or try to help men with their
personal problams

Problems with superiors are frequent-c;ﬁﬁ;inai“di;;igi;;'v“
faction which in turn become causes of attrition be-

cause some men often see going AWOL as the only way to E
alleviate the problem,

The perceived unlikelihood of having complaints handled
satisfactorily is markedly related to attrition. Most
J 5 men feel the system favors supervisors to the disadvantage
of the enlisted man, but attriters actually feel the system
k Co works against them,

IV=-9




One measure of attitude in this aroca was obtained by asking 1
respondents what would happen if they made a legitimate B!
} complaint about their supervisors. The results indivate L\
o that attriters, especially in the fleet, feel they would 3
only be causing thempelves more problems by complaining

. elp
i about. this question. (Six percent of Marine recruit ad- ¥ -
justed men said "Don't know.,")

A T e e
-

LA Iy

Table 23

; Perceived Results of Complaining About Supervisors '
Recruits Regular Duty '

e S

, _Marines Navy _Marines Navy '.ﬁ
¢ i Reaults Adj. Attr., Adj. Attr. Adj. Attr. Adi. ]

AT ES

Supervisors rap;i-
manded, and nothing
happen to me 48 18 68 15 30 8 27

Supervisor repri-
manded, bu%t I
would be harassnd 32 46 23 25 29 27 A4

S I B R AR,
. CREm Ll

T T R e T R T R e L R R E S R R

Nothing happen to
o supervisor, but I
, ' would b¢ harassed 14 36 8 58 40 65 28

g
—~—

Don't know/other

: Total
' N

.= == 2 == == 2

Too 5 100 89 100 101
201) (120

l»

—
(3. L=g
oG

100 99 100 99
) (100) (60) (120) (100) (

| This item was included in the regression analysis. It

b showa a strong indapendent effect for most of the groups.

. ‘ Its largest effect is felt among sailors in the fleet,

4 which is consistant with ¥indings from the narratives
about the attrition process. A few examples will serve !

to show how this attitude can lead to attrition,

- "He said ha saw me smoking marijuana and he wams lying
f through his teeth, but he was a "lifer" and, although
y he couldn't prove it, they took his word for it and

bounced me off the aub onto a surface vessel. I hated E"
it there so I went UA.,"

T T

e R

() "BEverytime ha (supervisor) came back on ship from shore ’
R ne would be drunk and start harassing me, He wou J

Iv=10
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Keap it up all night. When I put in a chit, to aaa
the X0 he would throw it away. Finally, I couldn't
take any more so I went UA."

A sizahle number of the men interviawed said that their
gupervigors had actually committed an offense that should
have been reported. This was more common in the fleet
whare over 60% of attriters and over 40% of adjusted men
said this., However, less than one-half of these men made

a complaint. Moat of those who did not complain said it
would be nonproductive or even detrimental to do so. Among
those who did complain, only about 15% of attriters and 35%
of adjuated men felt their complaint was handled satis-
factorily. Nearly 75% of attriters and over 50% of adjusted
men who complained said they wera harassed for doing so.

Overall, of those men who originally said their supervisors
had done something which should have Leen reported, the
percent who then complained, and who felt the complaint

wag handled satimfactorily is only A% for attriters and 7%
for adjusted men, This means, in effect, that only 5% of
enlisted men feel they have satisfactorily used the military
administrative system to handle problems associated with
suparvisors,

Most attritars said they would prefer to go directly to the
commanding officer rather than use the prescribed chain of
command to expreas a complaint against their supervisors.
Among adjusted men, racruilts and sailors in the flest pre-
ferrad to use the chain of command, but regular duty marines
Aid not. Navy recruit attriters profer to use the Human :
Ralationws Council. These results are presented in Table 23A. }

Table 23A 1
Praeferencer for Complaints Procedurc q
i
Recruits Regular Duty 1
Marines Nary Marines Navy
Preterence Ad] Attr Adi Attr Adj Attr Adj  Attr

UUse chain of command 58 20% 67w ign 43n 238 54N 348

Go directly to
vommanding officer 428 708 17% 228 878 778 36N 654

Go to human
reations council X b 178 k[1Y x ® ® X

on't know - Ia . k1) - - - i ]
Total 100 100 101 100 100 100 100 100
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Several men in the fleet pointed out the perceived "Catch 22"
type of dilemma in trying to use the chain of command. As
one marine put it:

A

"If you have problems with your sergeant, what are you
supposed to do? If you tell him you want to see the
captain about the problem, he refuses to let you."

In light of what has been mentioned above and in the previous
chapter, the behavior of many of the attriters becomes more
comprehendible. Their tendency to act impulsively, coupled
with their nonacceptance of standard complaint procedures,
leads them to resolve interpersonal conflicts by going AWOL.

Training Programs

This section consists of two parts. The first part
examines the effects of various aspects of recruit
training programs while the second part examines the
effects of training school programs.

Recruit Training

In Chapter III, it was mentioned that many recruits,
especially attriters, feel they were not fully informed
by their recruiters about the recruit training program.
This is one reason whv nearly two-thirds of all recruits
said training was different from what they had expected.
Surprisingly, many adjusted recruits interviewed said
training was easier than expected. For those who said it
was different, and more difficult, the three aspects
mentioned most frequently as being unexpected were:

e Regimentation
e Fast Pace
® Behavior of Supervisors

In general, the aspects of training that were least
oxpected are also the ones which presented the most

prcblems.

Iv=-12
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Among Navy recruit attriters, the most frequently cited
problems are difficulty with classroom work and the
fast pace of training. From Tables 20 and 21 1t can be
seen that /0% of attriters interviewed said difficulty
witiv classroom work was a condition that contributed to
their problem, and almost as many, 66%, said classroom
problems were directly involved in their attrition.

For most of these men, classroom problems and pressures
lead to other problems such as conflicts with company
commanders or changes in attitudes toward the service.
However, a few of these attriters fesl their problems

were due solely to c¢lassroom failures. Although the

sample selection criteria emphasized misconduct rather

than academic problems, to obtain the total number with-

in the allotted time it was necessary to obtain asome
attriters whose principal problem was academic in nature.
This, however, represents a small number of cases and their
inclusion in the sample dous not diminish the importance of
classroom difficulties as a source of other problems,
especially loss of interest, apathy, and criticism from
company coimmanders,

Marine recruits most often cite problems with their
Jrill Instructor as thelr attrition cause. These men
TeeT they were unnecessarily harassed in being unduly
criticized for a mistake or in being falsely accused
of doing something wrong (see Tables 20 and 21).

The impoitance of the supervisor-enlisted man relation-
ship is emphasized by the fact that 48% of Marine and 34%
of Navy recruit attriters interviewed said they would be
willing to stay in the secrvice if there was either a change
in their supervisors' attitudes or if the service treated
them properly. Fifteen percent of Navy attriters mentioned
they would like changes in schocling procedurec. Besides
these two, there were no other changes recommended by

more than eight percent of recruit attriters interviewed

in either service.

Training School Programs

Although the analysis of the influence of training school
is limited because the Navy ad:usted sample was drawn

from training schools, there is enough information avail-
able from Marines, attriters in the Navy, and recruits to
provide some generalizations. Most evidence indicates
that training school programs function to reduce attrition.

IV-13
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Recruits who sign up for a training school at enlistment
are lesas ely to attrite than recruits who do not sign
up for a school. Of course, most o{ the men who sign up
for school are also the ones who give adeguate forethought
to enlisting and were in the delayed enlistment program.
However, planning to attend a trairing school does, in
itself, act as a deterrent to attrition. Table 24 shows
the large dliferences between adjusted men and attriters.
This is also a variable included in the regression analysis
along with the variable of high school education. Hence,
the importance of signing up for a training school remains
intact regardless of the recruit's educational background.

Table 24

Percent Enlisting for a Guaranteed School

Marine Recruits Navy Recruits
Adjuoted Attriters Adjusted Attriters

56% 37% 82% 27%

It will be recalled that the desire to learn a mskill is
given as the primary motivation for enlisting by both ad-
justed men and attriters. On the basis of the above finding,
it is evident that attriters have a nisconception about the
nature of school assignments. In fact, a sizable number of
recruit attriters interviewed said they were surprised to
learn they were not going to the training schocls they had
expected to attend. These expectations were based largely
on verbal promises understood to have been made by the re-
cruiters and, in a few cases, the belief one could choose
any school after enlisting. About 5% of recruit attriters
interviewed said a factor causing their attrition was the
realization they were not going to obtain the school training
they expected. This problem is more acute, however, in tha
fleet.

Many attriters in the fleet say failure to obtain expected
school training i1s a reason for their attrition. L
problem i1s more common among sallors than among marines.
Forty percent (40%) of attriting sailors and 19% of attriting
marines interviewed reported that their promises had not

been fulfilled, and although asoma of these promises
pertained to duty station assignments, in most cases the
promises pertained to training schools.

oM K XSS




« Training school attendance is ralated to attrition in s
ﬁ! ‘ } the Hargne Corps but not In the Navy. oOnly 528 of Marine b -
g attricters, compared to 81% of Marine adjusted men, 8

R attended a training achool. In the Navy, 6l% of attriters E’

'&; attended a Clags A school. Since the latest estimate from i

B PERS-55 indicates that between 56% and 65% of all men in 4

. the fleet attended a Class A school, it appears that potential 3§

4 attriters are as likely as adjusted men to attend school.

The differential ilmportance in the two services attributed +
: to training school attendance is accounted for by the -
g i relationship of school training to job assignment. Among

- . the Marines interviewed, men who did not receive job-related j
i training are dissatisfied because of this. Many sailors, k-
- on the nther hand, are dissatisfied because the{r training 18
o led to « dissatisfying job assignment. The following A
e comments typify the attitudes of many attriters. .

"I came in the Marines to lsain a trade. I could have k-
stayed in the streets to learn to fight." i

"I don't have a real job. I'lm just a pick-up man." '
(Marine) A3

1

|

lI

}

|

|

i

’ "I signed for Machinist Mate, but I get Boiler Technician (i
N and that's one of the worse jobs in the Navy. I'm &
g | leaving mostly for family problems, but I think if 3

i I'd gotten the school I signed for, I could've made it."

|

i

Attriters are more often dissatisfied with their job L\
Efaihinﬁ. Tn the Marine Corps, attriters are almost twice A
as ely as adjusted men to express dissatisfaction with !

ﬁ. : the training they received, while in the Navy the ratio
4 e is almost 3 to l. Table 25 presents the results.

1 Table 25 %

3 g Percent Diseatisfied with Job Training ﬁ

: ) Marine Regular Duty Navy Regular Duty )
» { Adjusted Attriters Adjusted Attriters A
i
|
i
|

32% 538 18% 52% ¥

' Even though the majority of attriters express dissatis-
faction with their job training, this was selected as the

i moet dislatisfxing factor by only 9% of Marine and 8% of
! Navy attriters interviewed.
wv=-15
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In summary, job training, like several other factors already
covered, functions in the attrition process primarily as a
factor causing the enlisted man to be dissatisfied and
rarely serves as a direct cause of attrition.

N

PR LR < BT Sl uab- PR

Physical Training Proarams 4

&, Overall, physical training programs are not an important
ol cause of dissatisfaction, and are only rarely cited as a
i cause of attritlon. Most recruits expected to receive a
A certain amount of physical training as part of their

program. The few recruits who did complain generally feel 3
i they were being driven (oo hard by their supervisor. Com- &
e plaints about physical training are almost non-existent 3
' among men in the fleet. -

T

D. Duty Assignments

sslgaiaim el Ll

R

Duty assignments are often a cause of dissatisfaction but

! they are rarely seen as directly xesponaible lor attrition.
| When interviewed, attriters more oftsn than adjusted men

expressed dissatisfaction with their duty assignment.

l Rarely, however, did any attriters say they went AWOL or

| , otherwise misbehaved solely because of intense dissatis- I
i ’ faction with an assignment. A
I
l
l

o S e

One reason why duty assignments cause dissatisfaction

is that expectations for them are very high. Recruit
respondents said they consider it very important to have 1
a satisfactory duty assignment and they believe most men 3
in the fleet are happy with their assignments. Recruits o
assumed they would obtain the type of assignment they
wanted and, although they realized they might not receive
the location desired, they did expect to have an in-
teresting social life wherever they were.

. Different aspects of duty assignments cause dismenchant-

; ment among different groups. In the course of interviews,
Marines expressed gresater dissatisfaction than did sailors .
with the social life where they are stationed (Camp Lejeune) 3

; and their inability to change duty stations. Sailors, on 2

L : the other hand, said that life aboard ship, in general, and

) their shipboard assignments, in particular, are frequent

| i causes of dissatisfaction.

i sy Compared to adjusted men, attriters more often attempt to

‘ ; : change their sltuation; however, they are less often succeas-
. } ful in obtaining a change. A larger percentage of attriters
L ‘ % apply for changes In duty stations and job assignments.

1V-16
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56 .8

Among those who aever apply for a change, each attriter, on g
the average, applies more often than each adjusted man,
Attriters also have their requests denied more often than
adjusted men. On the basis of the figures presented in

; Table 26, it can be seen that about one-third of all

attriters attempt to change their assignments before i
attriting. o

N—

f Table 29

Attempts to Change Duty Assignments

Marine Navy o
Adjusted Attriter Adjusted Attriter B!

. Percent requested a
change of duty station 26% 39% 20% 37%

i | Average number of p
- times requested 2.8 2.9 2,0 2.6

b Lo Percent who ever had a s
4@. request granted 40% 32% 43% 358 )

. - Percent requested ﬁ
' change in job assign- 1\

2 ment 25% 26% 25% 30% !
' .!' . \
E , Average number of 5
- . times requested 2,0 2.3 1.5 2.3 j

Pearcent who ever had a
request granted 50% 42% 77% 40%

Attriters'

experiences with cruises, work achadules, and

: ave worse work schedules than adjuated men. ]
A Attriters interviewed rarely reported being overworked. 4
b ? Marrlied attriters are the only group who complained fre-
t : quently about scheduling. Their main concern, of course,
3 i is being separated from their spouse. The comparison of 1
: ‘ duty schedules is presented in Table 27. .




Table 27

Comparison of Duty Schedules*
Marines Navy

Adjusted Attriter Adjusted Attriter

Cruises 0.6 0.6 2.7 2.9
Months in
assignments 13 14 10 11

Nights per week
on duty 1.1 1.8 1.8 2'0

Weekends per month
on duty 1.1 1.5 1.4 1.6

*All figures are group averages and for attriters pertain
to assignments prior to being processed for discharge.

Most evidence indivates that attriters have less desirable
jobs than adjusted men while they are in the service., 1If
the jobs are not actually worse, at 'east they rre par-
ceived that way by the attriters. 'uble 19 shows that
attriters are less satisfied with their assignmentz. Table
22 shows that change in job assignments would make a big

difference to many attriters in their decision to leave
the service.

Based on thes. data and the narratives obtained in the
interviews, several conclusions can be made about the
affects of job assignments.

¢ While they are in the service attriters are more often
dissatisfied with their assignments and frequently
attempt to change their situation.

e The dissatisfactic: steis primarily Ffrom the task
itself rather than the work schedule.

® Marine attriters consider theil work tiresome and

purposeless; sailors feel they work tovo hard when on
a cruise.

Iv-18

DL LGP UOR S = s

e st ecd s



R

R e

fg |

e Discontentment with job increases the level of
dissatisfaction but it does not, in itself, cause
men to attrite. .

The importance of job assignment location is covered in
Chapter V.

Rank, Pay and Madical Care

As part of the effort to guarantee anonymity, no informa-
tion concerning the respondents’' rank or assignment was
recorded. Hence, the importance of rank and pay in in-
fluencing satisfaction and attrition is bhased primarily

on the opinions of respondents rathar than on a comparison
of actual ranks of attriters and adjusted men.

Since recruits had little experience with rank and pay,
they were asked only about their expectations for the
future importance of these. Thua, most information about
the influence of pay and rank is based on the responses

of men in the fleet.

Although many men express some dissatisfaction with their

gag ang rank, these are rarely clted as caumes of attritlon.
able 28 below lists the percentage of each group expressing
digsatisfaction with their rank and their pay. As the

data indicate, attriters, especially in the Marines,

more often than adjusted men express dissatisfaction

with these. However, neither factor is cited often

by any group except Marine attriters (12%) as the

most important factor causing dissatisfaction Tsee

Table 19). Purthermore, only rarely is either rank

or pay mentioned by attriters as a cause of their

attrition.

Table 28
Percent Dissatisfied with Rank and Pay
Marine Navy
Factor Adjusted Attriter Adjusted Attriter

Rank 26% 58% 30% 40%
Pay 28% 52% 35% . 39%

V=19
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Since information on rank was not obtained it is 4if~
ficult to determine why Marine attriters are more dis-
satisfied with their pay and grade than other groups.

It is not that they had been demoted more often because
Navy attriters questioned were eqgually likely to say they
received punishments involving fines and rank reductions.
Regardless of the reason, rank and pay are freguent
cuauses of dissatisfaction for Marines in the fleet.

Many of their other problems, such as poor social life
and family financial problems, may bhe related to these
factors.

Recruits believe that pay and rank will be very important
for them when they are in the fleet. They also balieve
that men in the fleet are somewhat dissatisfied with

their pay. This perception of the importance of pay

and rank ia consistent wlith the perception of most regular
duty men. Thus, one'sattitude toward rank and pay does
not undergo changes as one moves through different stages
of a military career.

0f all the organizational factors examined, medical care
shows the least relationship to dissatisfaction or
attrition. Medical care 1s considered a very important
Tactor by beth recruits and men in the fleet. About 80%
of adjusted men and 70% of attriters questioned also said
they are satisfied with the medical care available. This
category received higher satiasfaction ratings than any '
other factor examined. Overall, only about 4% of men in
the fleet interviewed said they are more dicsatisfied with
medical care than any other factor (see Table 19). Only
one or two respondents said their attrition is related to
insufficient or improper medical care.

To point out that pay, rank and medical care are not
fraquent causes of attrition does not imply that they

may not be important in prevanting attrition., Considering
the perceived importance of these factors, stronyg dis-
satisfaction with them would probably lead to much higher
rates of attrition. In fact, there is evidance these
benefits serve as trade-offs against some of the less
deairable features of military life. For example, 24%

of Navy and 13% of Marine regular duty attriters questioned
sald one change necessary for them to want to remain in the
service would be an increase in pay.

Thus, 1t appears that increases in pay or promotions,
or improvements in medical benefits, would result in some
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slight reductions in attrition. On the other hand, any
reductions in pay or any curtailment of medical benefits
cgould very well lead to increased attrition rates.

- s e,

Interpersonal Relationships

_ Interpersonal conflict with other men in the unit is

! not an import.nt influencé on the satisfaction or attrition
of men In elther branch of the service. Slightly lLess

than 1% of all respondents sald the unfriendliness of men

N in their unit causes them the most dissatisfaction (see

" Table 19). No one guestioned attributed the cause of his

' attrition to interpersonal problems with other enlisted

men in the unit,

R A R T -
.

\ Nearly 50% of each sample group said there ara some
I enlisted men in the unit with whom they do not get along,
£ but apparently most men managed to adjust to this becaume

Lﬁ )
b it was rarely mentioned as a major cause of dissatiafaction. !
i Contrary to what one might expect, attriters are no more
g L likely than adjusted men to have interpersonal conflicts.
L
|

y The interparsonal conflicts generally revolve around

i issues of authority. Attriters, in particular, feal R

' , that men of slightly higher rank are being toc authori=-

: tative and "pulling-rank" to do a lesser share of the
workload,

i trenmd

G. Administrative Problems

| Administrative problems do not affect recruits, but |
: ' about 108 ol regular duty men Interviewsed reported that ;
( administrati{ve problems contributed to their attrition. ;
: Onl Tew men said th tEritEl Imarily b !

TN T o T g
—~ g 2o

nly a ey are attriting primarily because
of an administrative problem. However, 13% of Marines
and 8% of Navy regular duty men said it is a factor in
their attrition. The most frequently mentionsd problems
were those concerning pay records.

attrition process. BSome men seem to cite these

i

i

|

| ; Administrative problems function in two ways in the ;
problems as a sort of justification for going AWOL; ;

bl

1
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; that is, if the Corps/Navy doces not pay them they do
i not have to work anymore, For other men who are already
! dissatisfied, these problems serve as a "last straw".

Often men having administrative problems are more angered
- because they feel no one is assisting them than because
of the problem itself. The person they blame iz usually
1 their NCO. One marine attriter exemplifies this attitude;,

"My wife was here and we had only $50.00 every two
weeaks to live because my pay was messed-up, I
told my staff sergeant twice I need the money to
live on and if I don't get paid I will leave. He
didn't do anything so I took my wife and child and
left. I was AWOL for 9 months."

i
]
!
!
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V. NON~MILITARY FACTORS INFLUENCING ATTRITION



i V. NON=MILITARY FACTORS INFLUENCING ATTRITION

A. Family and Friends

). Family needs and problems have a significant bearing

4 on the attrition of men in the fleet. About one-third

s oF regular duty attriters said the specific acts that led
X to their attrition were related to family problems or

: needs. Only about 6% of recruits interviswed said family
d considerations ware involved in their attrition. Table 29
i below lists the context in which the act or acts relating

i to attrition took place.

" Table 29

i

b Contaxt of Reason for Attrition

;?" j Recruits Regular Duty

fﬁ' | Context Marine Nav Marine Nav

5%5 ; L i

it i Not related to

3 \ military or family 3 - 2 5

b ! | Ralated to family 5 7 19 29

.g)_‘

i | Related only to

o military 80 84 52 66

k ’ Uncertain/no answar 12 8 Y] -
Total 00 LLE pL) 100

(100) (120) (201) (244)

N

Family problems include marital difficulties as well as
problems in the family or orientation., The moat fruquently
; mentioned family problems are illness of elther a wife

\ ' or a single parant., Other problems mentioned frequently

B, inolude financial difficulties of wife o. parents, home-

4 slukness caused hy separation from wife, and a neced to

N ' assist a single parent in the cure of a sibling.

.
S i e

N Typically, men having these problems go on unauthorized'

! absences for extended periods of time. In many cases p

‘- the men seek and are denied leave, but in some cases P,

. they merely go home without seeking pormission. It aleo -

' happens frequently that men who have been granted leave 3
feol they need a leave axtension to handle their problems. L
Again, some seek it and are danied, while others merely i

(o take the time without seeking permission. A

e e
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Although being UA to serve family needs may at first

seem like a "good excuse" or rationalization, the

explanation becomes more believable when oune considers

that most of these men come from one parent, lower

socloeconomic status families., Soma attriters report

thay had no particular complainta about the service but .
felt thalir family problem took precedence over military B
obligations. On the other hand, however, many attriters \
who said they went AWOL principally because of a family
problem also mentioned a long list of grievances toward A
the service. For many of these men the family problem 3
'is merely an opportunity to feel justified in leaving '
an undasirable situation, 3

o itz

L

related to attrition. In the first example, the attriter's
decision involves little more than prloritizing family

needs over service obligations. In the second case, dis- ;
satisfaction with military procedures is involved. L

A few examples will illustrate how family problems are ?

"I would stay in if I could get shore duty. For By
married men, they should realize they have to ses 5
their wives and kids. Last year my ship was at s
sea 300 days."

"My wife had 4 baby. My battalion commander had
promised me that I could return when my child was
born if wa were stlll in deployment area, and we were. :
But 1 was refused temporary leave. Thereupon, I 4
jumped ship and took my wife and child to Atlanta and .
stayed thare. You naver get what they promise you." p

In addition to being frequently mentioned as a specific \
cause luoading to attrition, family problems were mentioned q
as a contribuiing factor by nearly two=-thirds of all s
regular duty attriters interviewed. s

Besides family problems, many attriters lnterviewed almso .
suggested that separation from girlfriends and fiancees

contributed to their dissatisfaction. This, however. was b
rarely cited as a major reason for attriting. 3




B f ’ Marital status is related to attrition only amcng sailorsa
3 1 in the fleet. As Table 30 below Indicates, attriters

i< ; in the Navy are twice as likely as adjusted sallors to 3
i : be married. .

k. Z Based on married attriters' accounts of the causes of 3
their attrition, it appears that sailors' problems stem b
primarily from long separations, unexpected scheduling
of cruises, and duty station transfers. Married i
, marines, on the other hand, more often complain of 1
- ' living conditions in the area (Camp Lejeune), and the 3
A9 financial difficulties of maintaining a househpld. R

RS
RS T

Table 30
Marital Status and Attrition

~;

%5 Marine Regular Duty Navy Regular Duty .
o Marital Status Adjusted Attriters Adjusted Attriters .
S } ]
5 Married 33% 324 14% 328 1
;- | i
X ¢ } Engaged/Going 3

- / Twith a girl 378 434 39% 349 s

1 Unattached _30% _25% _47% _34% 3

. ; ]

. Total 100 100 100 100 i

- N (100) (201) (120) (244) L\

e Vg

g | Attriters often believe they are encouraged by spouse or g
3 : girlfriend to leave the service. Of the reguEar duty attri- <
' ters who are either married, engaged, or going with a girl, b
; _ about 75% said their female partners would prefer them out 3
E : of the service. About 35% said they were actively encouraged

b : by the females (and parents) to leave the service. Less 5
1 g thanilO% sald they were encouraged to remain in the -
g service. {

-f : To reiterate, family and marital problems play a leading 3
4 : role in the attrition process. Most attriters, espacially b
4 ; married ones, appear to feel guiltless about abandoning :
E ; their military obligations to attend to family problems. .
i : For some of these men, family problems present a credible 3
3 1 excuse to leave the service, but for others it is a matter 4
¥ | j \ of following their own convictions and sense of priorities. 3




No research technique, short of a polygraph, coulu

clasgify attriters into the two different categories
mentioned above. However, if one were to make an

estimate based on the interview responses, the estimate would
probably be that about one half of these men were motivated to
leave the service primarily because of what they believed

to be more important personal responsibility. This

one-half of one-third translates into about 15% of all
regular duty attriters.

The area of family problems is itself a difficult
problem for the military not only because it is a

big factor in attrition, but also because the men
involved in these situations are more firm in their
decision to leave the military. Only 12% of regular
duty attriters who are married or engaged said they
would prefer to stay in the service, compared to 26%

of men not married or engaged. Of attriters who said
the specific cause of their attrition is family related,
13% are willing to stay; this compares to 21% of those
who mentioned other reasons for attriting. E

Men who mentioned family problems as the primary reason 4
for their attrition are among those most committed to i
leaving the service. This even includes those who are
not dissatisfied with the service, but who feel their A
family needs have a higher priority. - ﬁ

Social Life ?

The social 1life in the fleet is a big disappointment to -
most men. Recrults in both of the services conslder K,
Important that, when they are in the fleet, they be
stationed at a base where there are interesting things to g
do during off-duty hours, Furthermore, recruits generally k.
believe that most men in the fleet have interesting things
to do when they are off-duty. Unfortunately, most men in
the fleet, including attriters as well as adjusted men, 4
said the social life available to them is guite different 3
from what they expected, and it is dissatisfying. )

Although many men in the fleet, especially marines,
express dissatisfaction with tge social 1¥Ee it 1s not
erceived as a specific cause Of attrition. Approximately
% of marines and 37% of sallore In the fleet said they
are dissatisfied with the social life available. The
differences between attriters and adjusted men on this

v-4 }




issue are small. 1In fact, in selecting the one factor
causing the most dissatisfaction, adjusted men more often
mentioned the social life. No attriters attribute their
problems solely to a poor social life, although some did
say this factor contributed to their general malaise.

During interviews marines frequently complained about the
base (Camp Lejeune) and their inability to change duty
stations, while sailors complained about dress regulations
and the way civilians treated them.

The role of social life in influencing attrition may be
similar to the role of other factors examined in this
study: namely, it functions primarily as a cause of
dissatisfaction which sets the stage for the attriter's
reaction to a more specific factor. There are several
findings to support this possibility.

First, among men in the fleet, attriters go home more often
than adjusted men, and they are far more likely to go

without proper authorization., Secondly, attriters are less
likely than adjusted men to have a car on base., (It is a
reasonable agsumption that having a car at Camp Lejeuvne or
Great Lakes enchances one's opportunity for a more inter-
esting social life.) Although this finding may be distorted
somewhat by the fact that some attriters in the study were
apprehended by the F.B.I. and delivered to base, it is doubt-
ful if they could account for the large percentage differences.
In addition, among the adjusted men, those who do not have a
car are more often dissatisfied. Table 31l below presents the
data on this factor.

Tabie 31

Percent Having a Car on Base

Marines Navy
Attriters 12% l6%
Dissatisfied Adjusted 51% 2%
Satisfied Adjusted 588 36%

V-5
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C.

Employment and Educational Opportuuities

Cgmgarei to adausted x;:tenl attriters are only slightly

88 lntereste n obtalning a tional education.
Generally, about 85% of all Interviewees said they expect
to obtain some additional education. For each group

except the Navy recruits, the differences in expectation
between attriters and adjusted men are small. Among Navy
recruits, only 66% of the attriters said they expect to
receive more education, compared to 92% of the adjusted

in this group. About 30% of all respondents who expect
more education said they wanted to go to a technical school.

Thus, there is no indication that attriters are more
intereated than adjusted men in seeking educational
opportunities. Additionally, from the interview responses
there is no indication that men leave the service because
of -the unavailability of educational opportunities.

Opportunity, or lack of opportunity, for employment, does
not have an overt influence on a tritIon. There 18 no
erence ln the reaction of attriters and adjusted men
toward employment opportunities. 1In Chapter III, it
was pointed out that attriters were as likely as adjustedmen
to have been employed prior to enlisting, and that not
having a job was not an important reason for either group
in their decision to enliat. Most recruit attriters
(about 70%) said in interviews that if they had attended a
service school it would have helped their opportunities
for employment. However, most recruit attriters, as well
as regular duty attriters, feel their civilian job oppor=-
tunities are good anyway.

Although there could be an element of cognitive dis-
sonance in the attriters' optimism concerning employment
opportunities, the threat of unemployment does not appear
to be a serious deterrent to the desire to leave the
military. In fact, some attriters, especially those with
family problems, said they went UA because they feel thoy
could make more money in a civilian occupation.

Whether or not unemployment rates in the larger society
have an effect on enlistment rates or attrition rates can
not be determined by the present study. Such an analysis
should be conducted using aggregate data. The findings
herein indicate that, if such an effect exists, it is

not pronounced in the minds of the men.




?q ) D. Drugs and Alcohol

4

ﬁ# Drugs and alcohol are cited as causes of attrition fairl
3 j often by regular duty men, but rarely Dy recruits. Ap-
Ly ; proximately 22% of Navy and 13% of Marine regular duty
f attriters interviewed said drugs and/or alcohol are direct
causes of their attrition, whereas only 3% of Marine and

no Navy recrult attriters cited these causes,
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SUPERVISORS' OPINIONS AND RECOMMENDATIONS

VI.
CONCERMING ATTRITION



ﬁ VI. SUPERVISORS' OPINIONS AND RECOMMENDATIONS CONCERNING
ION

Relatively small samples of supervisors (see Table 1) from
the same units as enlisted men respondentc were interviewed.
The questionnaires contained both precoded and open-ended
questions. The issues covered were similar to those covered
in the adjusted and attriter surveys.

e i

Background information obtained in the interviews is sum-
marized below in Table 32, Althouch the wamples are too

small to permit reliable generalizat . .ns, whenever pro- R

nounced differences in responses appecar between supervisors 3

having different background characteristics, these dif- ' .
b ferences are noted. o
. Table 32 4
ﬂ',: ] \"
. Characteristics of Supervisors i
. Recruit Supervisors Regular Duty |
i Marines Navy Marines Navy .
o L Average age 27 34 29 3l i
b} Years in service 8.6 15.3 9.9 12.4 |
f : Percent with combat 5
R experience 47% 70% 74% 55¢% :
,." |
" Percent volunteered : i
S for training duty 73% 45% X X )
) L Months experience as !
9 training supervisor <l2 34 X X 5
i Number of assignments 1
3 as a supervisor X X 8.7 12 f
| N (15)  (20) (35)  (40) L

Most recruit supervisors believe that poor recruiting is
respons e for most a 8 true
ol both drill instructors and company commanders. They faeel
' the defects of recruiting are threefold: racruiters irre-
| sponsibly enlist men who should not be enlisted; most men %
E ‘ : are poorly prepared as to what to expect in training; and g
i 1 enlistees are given too many false promises. {

{
(
|
|
|
| A. BSupervisors Percaeption of Attrition Causes
|
1
i
i
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In the other reasons mentioned, recruit supervisors at-
tribute the problem to personal deficlencies of recruits
as frequently as they attribute it to organizational
factors. These supervisors, especially company com-
manders, have favorable opinions about the abilities of
their peera, for they rarely cite bad leadership as a
factor affecting attrition among recruits.

Among supervisors in the Navy, most petty officers cite
oor preparation, while Marine sargeants freguently clte
Eax asscEEIIne and poor preparation, a&s YOOt CAUB&s of at-
r on. In e Navy, petty Offlicers have freguent exper~

{ences with discontented men who had expected go be atp
another place doing ancother jobh. Sergeants in the Marines
also experience this to some extent, but their main concern
is with the lack of discipline and the ease with which men
are able to exit the mervice. Petty officers do not feel
there is a lack of discipline in the Navy, but most feel
attrition is caused, in part, by lack of self discipline
and the immaturity of the attriter.

Approximately one-third of these supervisoras feel that
poor leadership is a main factor causing problems.
This occurs, they said, because the supervisors them-
selves are not properly prepared for training men.
Table 33 presents the supervisors' views on causes of

attrition.

Drill instructors and company commanders feel recruits'
preparatinn is most inadequate concerning details about
the type of behavior that im punishable by discharge and
the type of schcdule followed in training. Few regular
duty supervigors believe men cu.ing into operating units
raceive sufficient instructions in recruit training.

This is especlially true of Marine supervisorsm. It is

felt thut the men are least ?ropared in regard to applica-
tion procedures for change of job assignment or for train-
ing schools, and what arrangements are made for dependents
well-being. The majority of Marine supervigors helieve
recruits are taught enough about how to file a complaint
againat a suparvisor.
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In an effort to gain some understanding of why attrition

is higher among less educated men, supervisors were asked
if non-high school graduates are dissatisfied for different
reasons than high school graduates. Approximately half

of the supervisors said the causes of dissatisfaction are,
in fact, different. They suggest that more educatad men
find service life easier because they are more ambitious
and goal oriented, and are able to handle discipline and
harassment more easily.

Table 33

Supervisors' Opinions of Factors Causing Attrition

Recruit Regular Duty
Marine Nav Marine Na

Ponr preparation 60 90 34 65
Lack of self-

discipline 27 30 29 58
Regulations too

lax 7 10 37 18
Poor leadership 13 5 29 35
Training/job

assignment 27 35 26 28
Conflicts with other

men - 10 11 10
Drugs and alcohol 7 5 6 5
Personal problems 20 50 11 20
Dissatisfaction

with MOS - 15 3 10
Other - - 6 13

Multiple response possible
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Supervisors' Racommendations for Reducing Attrition

The topic of recommendations was handled in several ways.
First, supervisors were asked what their policies are for:
handling trcublesome men. Second, their opinion toward
several current organizational policies and practices was
solicited. Next they were asked to evaluate a number of
suggested policy changes aimed at reducing attrition,
FPinally, the supervisors offered their own suggestions
about how to reduce attrition.

Generally, supervisors in tha fleet prefer to kee
responsiblIity for troublesome men. Recruit supervisors
are divided in their oEInIons on this. Nearly 355 of

eat superviaors sa ay wou prefer to keep men with
bad attitudes in their unit, as opposed to sending them
to a special unit. Most of these supervisors said their
current practice is to give men having bad attitudes
mgre responsibility to see if this improves their at-
titudes.

Two=-thirds (67%) of the drill instructors but only 40% of
the company commanders said they would prefer to send men
to special motivational units. About 50% of each group
said they assign men with bad attitudes to leadership
positions to gsee if this improves their attitudes,

The majority of supervisors interviewed said their units
ave had "rap sessions” an ese sessions have been worth-
while, However, the respondents unanimously rejected a
proposal for rap sesgions which would involve only recruits
and their commanding officers. There is even strong oppo-
sition to a suggeation of rap sessions involving only re-
cruits and the unit's senior NCO. It is not determined
why the supervisors are opposed to rap sessions which would
not include them.

The majoriti of supervisors are not in agreement with the
current Marine Corps/Navy policy for handling men who are
ehavioral problems. Exactly 60% of recrult supervisors

In both gervices and exactly 70% of fleet supervisors in
both services said they would like to see men handled dif-
ferently.




b
h

The change recommended most frequently by recruit leaders
is for more discipline. Very few suggest increased
counseling or a more positive approach. In fact, 60%
beliave that more men should be attrited. However, NCO's
in the fleet are split in their preference for positive
and negative rcinforcement. About 20% of these super-
visors said there is a need for more counseling, and about
50¢ feel more men should be attrited.

Over 90% of supervisors favor requiring recruits with
comgldlnts to use the chaln of command rather than ai-
owing them to go rect to the un 8 CO., This 18

obvicusly one Marine Corps/Navy policy that

at is widely
favored by NCO's,

Concerning the issue of complaints, supervisors were

asked what, in their opinion, best describes how en-

listed men feel about making complaints against their
supervisors. The answer choices presented were the same
offered to recruits (see Table 23)., Somewhat surprisingly,
with the exception of drill instructors, the supervisors'
responses are not too different from the responses of
enlisted men. The supervisors' responses are presented in
Table 34 below.

Table 34

Perceived Results of Complaining about Supervisors

Recruit Regular Duty

Supervisors Suparvisors

Results Marines Nav Marines Nav

- I T - % )
Supervisor reprimanded, and

nothing happen to recruit 57 45 9 18

Supervisor reprimanded, but

recruit would be harassed 21 10 54 40
Nothing happen to supervisor,

but recruit would be harassed 14 40 34 40

Other/don't know 7 _5 3 3

Total 99 100 100 101
N (15) (20) (35) (40)




; Navy recruit company commanders are skeptical about the
Human Reiatlions Council and classes. SevenEy-fIve (75%)
percent agree the classes cause more problems than they

g solve. About 60% feel that they, the company commanders,

3 should be given more input into what is covered in these

b classes. If it were their prerogative, half would dis-

g continue the classes.

The dislike for the Human Relations Council is relatgd

to what is apparently perceived as their naivete. Eighty
percent of recruit leaders believe that the Human Relations
Council does not really understand how difficult a company
commander's job is. Most, however, do not feel that the
councll is biased against company commanders.

Recruit supervisors believe that better recrulting would

be the most effective way to reduce attrition. 1in

i ! answering both the open-ended and the cholce selection

. E questions, recruit supervisors almost unanimously agree

3 | that better screening of recruits for acceptable attitudes

i and mental abilities would greatly reduce attrition.

; (See Table 35A). Most also feel that they should be

! ] given more authority in deciding how troublesome recruits

R, \ are handled. About half feel that atricter discipline
stand?rds would be effective in reducing the attrition of
recruits,

g A majority of supervisors in the fleet said attrition

g ; would be reduced significantly if aob asgignments were

i : more interesting. Like e recru eaders, most ol \
these men feel that better screening of men before they

come into the fleet would be an effective way of cutting

i attrition. Eighty~nine percent (89%) of Marine NCO's said

. : attrition would decline if more men received school
: : training to increase their job skills.

Supervigors generally do not agrea that a reduction in

: = harassment would lead to a reduction in attrition. Nor

. do they think that increased emphasis on rehabilitation
i and less emphasis on discipline would make a significant
i : contribution. Contrary to expectations, recruit super-
visors do not feel it would reduce attrition if they were
given more responsibility for schedule planning. Tablea
! 35A and 35B present the mRupervisors' reactions to sug-

) gested changes. (

Caas s

] VIi-6

> (TARITTERssemmam rTese FRRSRBINUR BRI T BTG TS T Y SRR U TR R H AR B W RN | RN R Lyek haged '-y.,..m.:'w.‘. [ Y DU



-orqrssod 3asuodsay aTdTATOH

R Rt i e i v b i 4 Gl e i

s31InI021 WoTqoad moy IpTIAP O3 K3taoyane
2I0u USATH oI SISPUPEMIOD KAuedwo)

(1Y4 St L vy 1930TI3S Ipew spIepuels aurTdYostd
09 {13 1 9¢ - pesealouT ST swaTqoid YITM U3m
703 Huryosuncd ATpuaTij JO Junowe YL
ST 01 €T - putuueld SINPAYDS I03F K3r1Tqisuods
-91I 2I0W USATD 9I° SISPUPWHOD Kuaeduwo) i
™~ ‘
sz - ST ST S7INI091I JO JUSWSSeIry SSIT & :
> E
0t o¥ aZ LY poTpuey aIe w

1113 S 1 4} - 2urTdTOSTP
uo stseydws ssoT pue uorjeIT{Tqey
-1 uo siseydws sxomw 3Ind s3jTUM surTdIosSTd
114 08 €1 €L S3TNIDSI JO SITITIIqE
Teajusu 103 SI93TnIdAX Aq HuTUaadIOS I3}39d
0c SL €€ L9 s3TNIOa8X JO S8pnlTile
1odoad 1037 sialInIoal Aq HuTusdads I19339d
3 e $
XTaubtis Arjueoryrubts  ATIUbTIS X{3uedT3TUbIS sobueys po3isobbng
aonpayd sonpay sonpA Ionpay
siopuewmio) Auedso) sioj3onajzsul T(IXQA

uoT3TIIIVY buronpay 103 saobuey)
pa3sabbns JoO uoTjenTe4d «5I0STAIDANS 3TnIo9YW

¥sE alqed




e M S S Bl e

s omar N A TIPS, TR
: T ST, R =

atqissod asuodsax 2T4IITON

fur3ysoIoluT SIOW IV sjvowubtsse qor

St 8S 9¢ €9
ot £F oF 9¥ jucmubrsse Ajnp JO apueyd
® uTe3qo O3 ID9ISEd ST avel z
9¢ €€ 1€ LT szosTAIadnS 3
IT3Y} WOIJ juowsseIey

sso] aAT3091 uom PIISTIUd

9z ¥y ¥ 9¥ peipuey 24 pPInous
uow palIsITU® waTqoxd moy

IpTIO9Pp O} Kyxoyane azow

uoATh ax® sxostTATadns OOR

vVi-8

19913 9yl O3UT SWOD y.C i

Tt TR 1 ATl e T T
Con s T AN YR 1wk 04

ot SL L1 09
21039q SopnFTIIC pood 103
POUIDIOS K{inja1eo arow TN
ov €€ 4 €9 strTys qof
1TOYy) osearnur 03 putureIrl
To0YOS uoATbh oxe UM 9I0W
14 1% 1€ 3% 4 19917 243 Ut judwubisse IO3 Juaw
oxedoad x9339q 03 buruTEI} 3IO0W
- 3 3 3
Ziaubtis AraweoryTubTs A134ybT1S X13uedT3TuUbIS sobueyp poa3sabbns
aonpad 2onpay 2onpay s0npaY
saueabias

S190T1330 A339d

@oT3 1113V _buionpsd IoF sobuey)
poasebbns 3O QOHHMﬁﬁmbh.mHomﬂ>Hmmbm ng Ie

g5t 21921

e e - .I|

A R A R P R ST D L | St
T B S L M P O IR b7




1
|
Bl
{

Recrult supervisors are moderately in favor of givin
racrults a more thorough orientation program. %rEII

instructors and company commanders were asxed if they
think it would help to eliminate problems if, at the
beginning of training, recruite were given an extensive
orientation including a complete schedule of things

to be covered in training. Slightly less than 50% of
the supervisors said they think such a program would

be preferable to the present system.

Supervisors are not in favor of seEregating men
according to their educational backgrounde. Even
though many supervisors recognize that men with
different levels of education have different types

of problems, they are very much opposed to a suggestion
of putting men with different educational levels

in separate quarters. Over 90% of the supervisors

feel that men with different educational levels should
be mixed together,

One final topic about which suvervisors were gquestioned
was career counseling. They were asked how favorable
they are toward different suggestions for administering
career counseling to enlisted men under their command.
Basically, four different suggestions were presented,
each of which gave the responsibility to a different
lavel supervisor. The four options for counseling
administration were: each supervisor, one Jesignatcd
NCO in each unit, one officer in sach unit, and a career
counseling office,

NCO's in the fleet believe that career counseling would
bsst be handled by each NCO supervisor. hecrult trainin
supervisors, however, have mixed opiniona. 1The super-
Visors in the 7leet are most in Tavor of the options
involving them and least in favor of the option involving
a career counseling office. Ameng recruit supervisors,
drill instructore are opposed to most suggestions for
career counseling, but company commandors are receptive
to the suggestions that either they themselves do

it or a career counseling office handle it. The
responses of fleet supervisors are Er‘llntld in Table 36A,
and the responses of recruit supervisors ars presented in
Table 36B.
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Table 36A

Toward

Regular Duty Supervisoras' Attitudes
Altarnative Coungeling Programs+

Regular Duty Supervisors

Sergeants Petty Officers

Suggested Programs

]

Each Gunnery Sergeant or CPO should

schedule meetings with his men and

tell them what he knows about op-

portunities in the fleet -85

One Gunnery Sergeant/CPO in each unit
should be trained in career counsel-
ing and the men should meet with him 72

One officer in each unit should be
trained in career counseling and men
should meet with him 60

The men should be sent to a career
counseling office for any counsel-

ing they reguire 57

Table 36B

§

94

97

55

50

Recruit Supervisors' Attitudes Toward Alternative

Counseling Programsw

Recruit Supervisors*

Drill Company

Suggested Programs

Inatrugtors Commanders

Fach drill instructor/company commander
should schedule meetings with his recruits
and tell them what he knows about op-
portunities in the fleet

One drill instructor/company commander

in each battalion/series should be trained
in career counseling and the recruits
should meet with him

One offiver in each series/battalion should
be trained-in career-counseling and recruits

should meet with him

The recruit should be sent to the career
counseling officm for any additional
counseling he requires

)

46

34

54

33

70

40

45

95

” Figures are the percent saying they would strongly or

slightly favor the suggested program.
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|
“L ) C. Compatibility of Supervisors' and Enlisted Men's Viewa

Concerning the relative importance of factors influencing
attrition, supervisors and enlisted men are consistent
on some factors but inconsistent on others. Their views

k. are most compatible on the importance and effects of the
N following factors:

) : e Inadequate preparation

‘ e Fast pace in recruit training

¢ Job training

® Regimentation

|
)
|
»ﬂ e Duty assignments
! e Physical training

¢ Drugs

A oo Both groups feel that drugs and alcohol are of only

B w, secondary importance, while the other factors listed are
| of major importance. They both also believe that changes
b | in preparation and job assignments would make significant
g | contributions toward reducing attrition.

R | The areas of least compatibility revolve around the
b authority of the supervisor. The several facets of

this authority =-- all of which elicit inconsistent
views -~ are:

9 ¢ Harassment
b e Use of tt~ chain of command

® Discipline and punishments

Enlisted men, especially attriters, perceive much of the
g supervisor's behavior as harassment, and it is a majer
. source of stress to them. Supervisors, on the other

. hand, see their behavior as enforcing regulations.

E l Enlisted men balieve there are too many regulations and
b | Co too many supervisors; as they see it, every aspect of

1 their life can bs dominated by one regulation or another.

l‘ | vi-11
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oK ' They feel that supervisors have the discretion of not 3
i , enforcing many regulations, but they do enforce them 8
1 : merely to harass the enlisted man. There is obviously 3
&' a communication gap here about what constitutes harassment. qj
’%g | The enlisted men, eapecially those who have complaints P
&\ i against their superiors, prefear not to use the chain 5
! ‘ of command. Supervisors, on the other hand, are over- §
g ‘ whelmingly in favor of maintaining this procedure. This -
E ‘ result, along with others found throughout the study, E
g - indicates that supervisors are very reluctant to see 3
i enlisted men circumvent them and go to a higher authority. k-
-;ﬁ; Supervisors generally feel that the answer to most cascs »
9 ' of non-conformity or misconduct is to enforce more dis- .
K oipline or punish the offender. They rarely indicate that 3
E more counseling, sympathy, or easing of regulations is b
P ] needed. Attriters, especially among recruits, fesl just &
i ] the opposite. They think someona should have been more -
. : concerned about their problems. 3
’ |
E
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o |
A | 3
1
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OF DIFFERENT GROUPS



VII.

SUMMARY OF FACTORS (INFLUENCING ATTRITION OF DIFFERENT
GROUPS

Recruit and Regular Duty Differences

The process of attrition is different for recruits and
men in the fleet. Typically, recruit attriters are
men who did not plan adequately and who knew very little
about what to expect in recruit training. The combined
effects of a rapid training pace, exhaustive physical
training, depersonalization, rigid standards for what
seems like purposeless behavior, and unanticipated
classroom pressures -- the affects of these produce
something akin to a cultural shock for the recruit.
What they experience does not seem to be related to
their reasons for joining.

Some of these recruit attriters try to adjust, but fail.
Many others, however, become actively or passively
aggressive; they either gquarrel with their supervisors
or do not try to conform. Their aggressiveness saems

to result from bewildering frustration. Their responses
indicate they feel their manliness and self-esteem are
challenged, but they see it as an unfair challenge
because they do not have the right to be assertive and
defand themselves. They would rather be discharged

than continue in this situation, but thelr preference is
to "be treated properly" and to learn a skill.

Most attriters in the fleet prefer to be discharged.

Unlike the recruit uttriters, these regular duty men

feel that they know how the Marine Corps/Navy operates.
They are dissatisfied with their situation and are
pessimistic about their chances to improve it. They
express dissatisfaction with one or more of the fol-
lowing: their job aasignment, their training, the

way they are treated by supervisors, and the regimentation.

The attrition of men in the fleet usually results

from deliberate misconduct, ~-pecially going AWOL,

The misconduct is frequently related to non-military
factors such as family problems. Rather than suffer

the punishment for their misconduct these men frequently




) prefer to remain AWOL or leave the service altogether.
Their decision is based in large part on the fact

b that they do not see any benefit to remaining in the

“1 : service.

K - : Regular duty attriters frequently feel justified in
' attriting because they believe they either have not

b , received what was promised to them, or they have

! been treated unjustly by a superior.

Among attriters in the fleet, men in the service
; less than 18 months differ from men in 18 monthm
e ; or longar on some reasons for dissatisfaction. The
”ﬂ' : legs aexparienced men express greater dissatisfaction
a : with their rank and also with their iob assignments,

T

B both ship and shore. The more experienced msn are more
g often dismatisfied with their supervisors' attitudes,
¥ are more often married, and are less likely to

“uglp balieve they could receive satisfaction by complaining

g ' about a superior.

G . B. Marine Corps and Navy Differencaes

I 3
L L.J

There are more similarities than differences batween
Marine and Navy attriters in their reasons for at-
triting. The differonces that exist are more a matter
of degree than of kind.

o In recruit training, ability to handle classroom

- instructions is more important in the Navy. Algo
N more important in the Navy is having signed up for a

| training (Class A) school. Recruits who do not sign up
3 for a school and have difficultz reading are much imore
- likely to become attriters in the Navy than similar
- recruits in the Marines.

Another factor that is more highly correlated with ' 4
attrition among Navy recruits than among Marine recruits ]
is the men's perception of the complaint process. |,
Navy recruilt attriters are more likely to say they

would be harassed if they complained about a supervisor.
¥ They are also more likely to say there is no one to ;
;i whom they could take their complaints.

- V1I-2 |
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Apparently, if a recruit has bad rapport with his
training leader, this is likely to lead to greater
alienation in the Navy than in the Marine Corps.

In the fleet, there are several factors that affect
marines and sa‘ lors differently. Not having attended a
training school has more effect or. marinaes. However, not
receiving the particular job one expected, or working
at an exhausting job aboard ship, has more effect on
sailors. Marines in the fleet more often complain
about their rank and pay. Bning married leads to a
much greater attrition risk in the Navy. And,
finally, sailors are more likely than marines to

say problems with supervisors are tha cause of their
attrition.

Differunces Batween Blacks and Whites

Within each branch of the service, black and white at-
triters have differont background characteristics. Each
raclal group possesses some characteristics that are
corrmlated with attrition. Blacks more often come from
a lower sociceconomic background, have one-parent families,
were not in the delayed enlistment program and say \
they were less fully informed by recruiters about what
to expect. Whites, on the other hand, have more pre-
service arrests, give less forethought to enlisting,
were less fully committed to completing their enlistment
at the time they enlimted, and are slightly less likely
to have completed high school.

There are three principal organizational features that
cause blacks morc dissatisfaction than whitea. The
first is school attendance. Blacks are less likely

to sign up for a training schocl and leas likely to
attend ona.

The second feature probably results from this first
feature. Blacks more often complain about the nature
of their job assignment. This is especially true in
refarence to shipboard assignments. Blicks are twice
a# likely as whites (14% vs. 7%) to say their ship-
board assignment is the most dissatisfying feature of
military life.
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’ The third organizational characteristic that affacts
’ whites and blacks differently is the relationship
. with supervisors. This is more a matter of degree
l than kind. Blacks express more disaa~isfaction with
theilr supervisgors and more frequently respond that
| their supervisor did something that they believe
should have been reported. Blacks are less likely than
whites to say they had been given a break by a superior, g

They also more often report being falsely accused
of somathing.

| Black recrult attriters in the Navy are somewhat of
i an exception to what has been said aborre., They are
i less likely than whitas to complain of harasament.

Although black attriters generally have more complaints

S than whites, they are more likely than white attriters

5 to say they want to remain in the service. Consistent
, with this, they almso say they are more embarrassed

‘ . than whites about receiving a discharge that is not

Honorable.

o D BETIye
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S

White attriters in the fleat complain more about
the social life available to them.

N e a3

e il i
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, : The impression one receives from reading the question=-
naire responses is that blacks have more dAifficulty
‘ than whites in communicating their needs and problems.
Blacks are as anxious to go to school but they do not
rpply as often, They dn not obtain complete information
from the recruiter, and they obviously have misunder-
standings with their supervisors. They seam to have a
greater tendency to go AWOL without first trying to
settle thelr problems by discussing them with someone,
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{ These differences between white and black attriters are
E presented in Table 37.
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I Table 37
& L) 1
4 Differences Between Black and White Attriters ;
. ]
k Recruits Regular Duty 3
3 Black White Black Whita
i b % 4 ) i
aﬁ N = (42) (168) (89) (236) k-
. Fathers are unskilled laborers [
p or not in labor force 49 42 43 43 ¢
Qﬂ. Both parents not at home 71 46 60 42 ;!
High school graduate 60 6l 56 4l
;§§ Pre-~service arrests 21 23 19 32 j
ﬁ. 5 In delayed enlistment program 15 49 26 30 i
i Gave a month or more fore- b
i ‘ thought to enlisting 5% 46 62 45 g
- W Expected to complete enlist- g
v ment 79 59 - - i
cé% Attended training school X X 34 62 fﬁ
- Most Alssatisfied with job 4
g ‘ assignment X b4 9 5 ﬁ
3 Dissatisfied with supervisor 50 44 58 57 j
. : Supervisor 4id something j
R € reportable 43 37 80 61 b
{f f Given a break by supervisor 33 37 36 58 j
‘ “ Falsely accused 57 34 52 43 ]
4 f Prefer to remain in service 33 14 24 14 |
3 3 Embarrassed about discharge 59 54 34 29 E:
L ‘ | |
S B
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Educational Group Differances

o

B s

5 Level of educational attainment is highly correlated

: with attrition for every group except Marine recruits.
Education is important not only because it provides

the enlistee with basic skills necessary to maet standards,
p but also because it is related to other conditions

R i affecting attrition, Attriters who are not high school

P ! graduates are less likely to be in the Dalayed Enlistment
5 ! Plan. They also enlist for, and attend training schools

B ' less often.

o

B R
~—

. . What was said earlier about differences between blacks

i ! and whites in communicating needs and problems also applies
$ to attriters with different levels of education. That is,
8 the less educated attriters -- thome who are not high

- school graduates -- are less likely to communicate their

k! needs before going AWOL. Compared to high school graduates,
i, ) non-graduates less often:

® Make personal requests

ﬁq e Ask for counseling

o () e Complain about a supervisor

| ® Apply for a change of duty ﬁ

) )
*ﬁf e Believe they can obtain satisfaction if they file g
- : a complaint.

pe - Graduates and non-graduates do not appear to be affected
jﬁn differently by any major organizational factors. Thare
i is a tendency for graduates in each branch to be more

3 dissatisfied with the social 1life and non-~graduates to f
. be more dissatisfied with dress regulations, but these b
i differences do not appear to be symptomatic of any
. important problems faced by the two groups.

3 Bven though high achool dropouts have high rates

3 of attrition, there are still many dropouts that meet

4 rervice standards and complete their enlistmenc obligations.

Why do some make it and others faill to make it? In an

‘ atlempt to answer this queation a comparative analysis

: I i was made of the responses of adjusted non-graduates and 1

attriting non-graduates. The results indicate that a ]

combination of background characteristics and organizational .

¢ experiences account for the differarnces.

R R
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!

Y. | ) From the analysis, one receives the impression that there
i ara two general types of high school dropouts who enter
B the service. One type consists of men who lack ambition
k' and have not set goals for themselvea. The other type

; consists of men who are ambitious, have goals, and make
plans to attain these goals. They see the Marine Corps/
Navy as an opportunity =-- in many cases, probably a
better opportunity than was offered at school. This
latter type, of course, becomes the adjusted recruit.

ﬁf Support for this suggested typology comes from several

wﬁ responses: the adjusted non=-graduates ars more likely

. to have been employed prior to enlisting (48% vs. 31%);

W%‘ they more often plan to obtain additional formal

> - education (96% va. 79%); they enlist for a training

48 ! school more often (57% vs. 23%); and, if in the fleet,

- they are more likely to have attended a training school

3 (78% vs, 50% -- Marines only).

b
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VIII. RECOMMENDATIONS FOR FURTHER RESEARCH

The study clearly indicates a connection between a number
of organizational factors and attrition. During the
study, however, certain other factors which appear to be
tied to attrition came to light. These issues could not
be examined further since they are outside the scope of the
study. Since their relationship to the attrition problem
is evident, it seems that further research into these
factors would be procductive in the construction of a data
base from which the Navy can develop management options to
gain control of the early attrition problem. These areas
recommended for further study are outlined below,

A, Recruit Information and Orientation

The study indicates that many first-term enlisted
peraonnel consider the information they received
from the recruiter about prospects for personal
success in the Navy/Marine Corps environment to be
incomplete and/or misleading. They also say that
. they were inadequately prepared for the rigorous
training and discipline they encountered during
recruit training. 1In some cases, the serviceman
believes that a breach of promise was made. He
therefore feels this is sufficient moral justifioca-
tion for not completing his obligated service.

e The current rccrult information and orientation
programs should be closely examined to determine
exactly what information and/or impression are
being conveyed.

B. Counseling

Approximately 60 to 70 percent of the attriters inter-
viewed did not receive counseling when the difficulties
which led to their attrition first arose. Of this
group, nearly half feel counseling would have been
helpful.

® Research should be conducted into the availability,
administration, and use of counseling programs.
specifically, the differences in the type and
amount of programs between the units with low
attrition rates and those with high rates should

be compared.

viii-1




! ' e The research should include an analysis of the
attitudes of men subsequent to receiving
counseling to determine the effectiveness of
counseling relative to reducing early attrition.

C. Attrition Data Bank

g ' The Navy and Marine Corps do not maintain specific and :
R i readily available data banks of information on attriters i
%y _ ralative to both the perceptions of the individual i
B ' and his supervisors as to the root cause of his early 8
g i attrition. This information would be helpful in devel- i
i oping management options to gain control of the early
g attrition problem. B

! e A standardized questionnaire should be developed K
k! | and administered to attriters who are about to 4
Y be separated from the service as part of the p
R ! exit procedure. The questicnnaire should inquire .
| O into the causes of the attrition and what both b,
| ) the attriter and his supervisor feel might have

i been done to preclude his attrition. E:

“Eé ® The data from the questionnaire should then be
compiled and summarized to indicate command areas
of difficulty, etc.

p' ; D. Supervisory Personnel/Firgt Term Enlistee Personality
3 Conflicts b

The study clearly indicates that conflicts with NCO super- j
visory personnel contrisute to first-term early attrition. ‘
What are commonly identified as personality conflicts k,
frequently involve disagreements over values, goals, and k
especially, norms,

e Research should be conducted to determine the ‘
sources of the conflicts, their cognitive elements, 4
and the perceptions of both groups as to appro-~ b
priate methods of resolution.




1 E. Supervisory Personnel/First Term Enlistee Communications

g The study indicates that in many instances the inabil-
g ity of the serviceman to effectively communicate his
o needs or problems to his supervisor/instructor is a
'j I catalyst to the attrition process.
|
i

L e The ipssue of the communication gap between service- ﬁ
F | men and their supervisors should be studied further :
;ﬁ; to determine exactly what types of communication i
3 problems exist. Are the men afraid to express their !
i problems/questions? Are they overly aggressive in f

their relationships with authority figures? Are ;
gg, the supervisors themselves open to listening to b
i problems and questiona? : ‘

@“ ® Once the specific problem areas have besen ascer- %
tained, an approach to tailoring a communica- g

tion workshop specifically to the needs of the '

people involved should be researched. E

L

F. Financial Problems E

aﬁ Attriters, both married and unmarriad, frequently _
. feel that resolving family financial problems takes [
N priority over their obligation to complete enlistment. :

Jf. ; e Research should be conducted to Adetermine how
adju~ted men with similar problems handle their

.:-
b finances.

E e In addition, counseling programs should be eval=~ ;
P vated in terms of their ability to help both the *
L serviceman and his spouse when financial problems

i arise,

VIII-3

b i .
T vt KA e S OO by, IR :
Bakons A 04 TN SRR, o S Y A T R 2L e e, . 1 el
L\ A e L L T LA N

et ettt Saet e e




APPENDIX A

Multiple Regression Results



?5 A, Multiple Regression Analysis

) Most variables examined in this study show a relationship
to attrition. Some are obviously more important than
others, but from the way they were presented it is diffi-
cult to determine the relative importance of each. 1In

. addition, it is difficult to try to conceptually inter-

4 relate the variables. Some variables are related to
attrition primarily because they are related to other
variables that cause attrition, but some variables influ-
encing attrition may not he related to any other influenc-

ing variable.

To determine the relative importance of each variable as

wall as the cumulative effect of several variables, step-
wise multiple regression analyses were conducted for each
segment in each service. Hence, there were four principal

regressions run:

i
LT TETE

T 5
S e T

R Y

TR

e

X

o)

T

{
] e Marine Recruits
j [ NavI Recruits
e Marine Regular Duty
e Navy Regular Duty

ST

In addition, there were two.runs comparing blacks and
whites, one for Marine Regular Duty attriters and one for

Navy Regular Duty attriters.

Tl e LT

Basically the computer program used for this type of analyasis
produces:

e A correlation of each variable with the dependent
variable, attrition. This is referred to as the
L zero order correlation. It appears in the pages
¢ that follow as "Step No. 0" product. While the
- computer printout lables the column heading as
- Pa:-tial Correlation, at the Step No. 0, this is,
) i in fact, a zero order correlation. In subsequent
. ' steps it is the partial correlation with the ef-
: : fects of the varlables previously entered into
i the equation removed.

f e A correlation matrix of all the variables entered ;
" {nto the regression. The dependent varlable, at- 3
: Erition, Is also Included in this matrix. 4

e A summary of the cumulative effects of several vari- !
ables. The program also produces partial cumulative i

- effects each time a new variable is brought into the 3
;’ equation (i.e. at each step), but only the summary :

is presented here. The summary represents all those 1
variables which could be entered into the equation 3
while the equation maintains a cumulative effect that 4
is statistically significant at the .01 level of ]

probabllity.
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Appendix A (2)

Photocopies of the computer program printouts* for these
three phases of the analysis are presentad for each of the
six regression runs. A variable code sheet listing the
variable definitions and values is alsc provided. Variables
which were not measured on an ordinal or interval scale
were treated in the equations as "0", "1" valuesa. It
should be noted that if the resulting regression equations
were applied to a new set of data, a reduction in the
multiple corre;ations would be axpected to occur.

While alternative multivariate approaches involving the
use of transformations on some of the variables were con-
sidered, it was felt that given the nature of the sample
and the relatively small sample sizes employed for any
given regression analysis, such procedures would impute a
greater degreas of precision to the results than could be
justified. This is expecially true since the regraession
analysis was conducted more for diagnostic or explanatory
purposes than to develop a precise prediction equation for

the attrition process.

* The program used for the analysis is "BMDP2R - Step-

wise Regression" from the Biomedical Computer Programs
produced by the University of callifornia.
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L
Variable
Label

Educ

Race

Fore

Delay

Married (M.S8.)

Arrest

Read

Cac
E oce
I Oce
(o].1.]
Oce
Oce
Onc

DUt W

variable Code List

Definitions
and Values

Education Completed

1l = 8th grade or less
9th to llth grade
l2th grade

Some college
College graduate

bW
st

Race
1l = Not Black
2 = Black

Forsthought to enlisting

02 = Two weeks or less

04 = Three weeks to a month
15 = Batween 1 and 6 months
39 = §ix months to a year
52 = Over a year

In delayed enlistment program
= Yes
2 = No

Marital status
Married

Engaged

Going with a girl
Not involved

B -
| B S |

Pre-service arrest
l = yes
0= no

Reading ability

1l = Read well

2 » Read with difficulty
3 = Can not read

Father's Occupation

1 = Professional

= Managers and proprictore
Clerical, sales

Craftsman, operatives

Service workers, laborers

Not in labor force, no answer

[ 3L N S A
[ I B B ]

* X indicates the

variable was 1nclgd|d in the re.:

Appendix A(3)

—Sample Groups*

Recrulits Regular Duty
Marines Navy Marines Navy
X X X X
X X X X
X X X R
X X X X
X X X X
/

X X

X X

X X X

X X X

4 X X

X X X

X X X

X X X

sion.




Appendix A(4)

i

[

y | Variable Code List (cont'd) |
"1 ! Sggll GIOBEI* .
.ﬁ : Variable Definitions Reoruits Regular puty. ﬂ
) | Label and Values Marines Navy Marines Navy b
A2 ; N
;‘ School Signed~up fur training school X X i
b/ l = yas \
Jis 0 =no -
34
g ! Attend Attended traininmg school X i
- ! 1l » yas 4
‘ﬁ é 0 = no } _ 4
H | Satis Satisfaction at completion of o
k| ; recruit training X X . 4
i i 1 = very satisfled b
.| ! 2 = gomewhat satisfied A
g 3 = gomewhat dissacisfied 4
g 4 = Very dissatisfied A
\:.:I'I l;
fﬁ} Comp Result of complaining about i
e supsrvisox X X L X X A
i, 1w ,L
i | 2 =} see Table 23 in text ' 8
i e k
‘| l'
Fi ) Age Age at enlistment X X X X :
W 17 = 17 Y
16 = 18
. ete, R
‘{: { 4
wﬁ?f Buddy Enlist on Buddy Plan X X X X q
. 1= yes f
e j 0 = no ;
. ; 3
4 Pareanta Parents alive and together X X Ed X ;
b 1= yes '
ﬁ 0 » o 3
3 car Have a car on base X X 3
o 1 = yes "
b 0= no :
fl Cruise Number of cruises had X X b
3 - 0w 4
1 1=1 h

.. sto, h

b 9 = 9 or moras 4
- Dep Dependent variable !
] 1 = adjusted ;
. | 0 » attriter if
§ ‘) :
‘E * X indicates the variable was included in the regression.
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APPENDIX B

Navy Regular Duty Attriter
and Marine Recruit Supervisor
Questionnaires



T I T A T R AL TS h TANNCRINTYY = T g
NATIONAL ANALYSTS ( Bng:s Report Symkol 5314-57 '-1
Philadelphia, PA Study #1-555 | i

8ummer, 1976 | &
MILITARY PERSONNEL STUDY
version 8 b
Navy Regular Duty, Attriter i@
A.M, : ‘I
Pime Interview Began: P.M, |
A . M . :3
Time Interview Ended: P.M. |
1
5
Interviewer's Name: %
\§ .’.‘
Date: B
_memm m...JJ "“.
: . - k
‘ PRIVACY ACT b
‘.‘
Hello, I'm from National Analysts, a survey research P
company in Philadelphia, Under the authority of 5UsC3i0l, information g
regsrding your personal opinion of Navy life is reiuested to assist .
in research on personnel losses in the Navy.: The information provided !
by you will not become a permanent part of any record, The informution | §
will not be divulied without your written authorization to anyone 3
ocher than to assist in statistical analyses, and reporting of the \
data by authorized personnel of the civilian contractor, and the A
Department of Defense and other such usersg as roquired by law., You .
are not required to provide this information; thore will be no advarse |§
consequencer should you elect not to provide the requested information |3
or any part of it, . ,
‘g
;
~—— x‘

A A B S PP 3 bk 8o i il




Bt o SYTTRPURIVN

‘l BRSOV
d ' — Appendix B(2) 3
b 1. To begin with, 1'@ .ike tP ask about some otx Jur experiencos hefore -1 2
joining the Navy. ®w] did you first consider joining the Navy? b
E Vas it: 1
i ) READ )
' ' Two weeks or less .before signing up, | 1 4
? About three wocks or a month, 2 ]
_"f., ﬁ Betwean & month and six months, 3 .'
8ix months to a year, or 4 _\‘
:‘ ' . Over a year bofore signing up? 5
2. Did you discuss your az-.nHaion with your family, frionds or anyone
¥ else other than a recm.tlor?
ki i
'1:1;' \
t:\-:. Yes 1 I
s ‘ R
K (SKIP TO Q.5) |No 2 3
"k:,‘ 3. With whom 4id you dise.s-p it? Was there anyone else? CIRCLE CODE g
8 FOR ALL MENTIONED IN §.)|COLUMN BELOW)
g i
;\‘l 4. (ASK FOR EACH PERSON C: XILED IN Q.3 COLUMN) How didyour (PERSON) fesl s
B | about your joining th‘ ‘4~ jvy? Would you say he/she favored.it,
g was neutral, or was 1“‘. it? (CIRCLE CODE IN Q.4 COLUMN FOR A
- EACH CODE CIRCLED IN Q ) o 3
' ( ’} _b_P.—! s ie
[ scussed sutyr . -
H . with Favorad t?nfxoa} Against | Y
- Father 1 1 2 3 .
oy R
‘ k ' Mother 2 w 1 2 3 .
:._ - S
Teacher 3 1 2 3 )
Brother 4 1 2 3
Male friend 5" 1 2 3 .
. Female friend 6 1 2 3 )
Other (SPECLFY)
b ,
L * 1 2 3
® . -
E: J 3
p ‘ * 1 2 3 k
|
-t 2 -
)‘

kit b ittt A

2 = AR SR PRIy Fi .
-_— . e




] )16, ‘ , . (. Appendix B(3)_ ]
' §, Did you talk witk anyoné who had heen in th(. Jdavy other than a /" ' -9
H recruiter about what recruit training would be like?
4 )
b v Yes L
g (SKIP TO Q.8) | Ne 2 | 4
‘;‘l' ’ ¢ i
} ' 6. Was recruit training like they told you it would be, or was it ]l 9
‘ different? ' ' ' 3
(SKIP TO Q.8) | Like they told you 1| 3
A | | Different | 2 | 1
b i
‘;I * ' "
’ 7. How was it different? '
"" \’
. i
A
“i. ' j“
N N
) l:‘l)'i . ) -a-—.—-—‘ .‘l‘
o . |
;,{i u 8. Did you contact the recruiter firat, or did he contact you first?
};_',! . ' Rospondont contacted 7 o
g ' recrulter first 5
i...; Reoruitor contacted 3 " .
i respondent firat R
(""', 9. (HAND CARD A) Did your recruiter do any of the followings (READ LIS ’
AND RECORD YES OR NO IN Q.9 COLUMN) , ."
' = 10.. (ASK IF MORE THAN ONE "YES" IN Q.9) Which one of thess nost influancey
- your decision to enlist? (READ EACH "YES" IN Q.9. CIRCLE ONE CODE A
N | IN Q.10 COLUMN) ]
b . ' 1
i Q.9 Q.10 3
READ Yos | No '
. Al Send you letters or glve you brochuras about 1 " 1
- the Navy
* B| Speak at a groupmneting you attonded, 2 a 2
| | ¢| show you a £ilm, 3 | 3 1
1‘ ' L| Take you to & Nuvy installation or ship 4 " 4 It
P Bl Tell you about training achool opportunities " R :
. h 5 .
in tha Navy 8
R S - . :




Appendix B(4) 6'
11, How conmplete a deI..::Lption of recruit \:uini‘ did the rearuiter give
you? Was it: 3

fe iy o

READ , ;

; (SKIP TO Q.13) | Generally complete, 1 i
ﬁ Only partly complete, or 2 &
lﬁ | Not at all complcte? 3

1 ;
g\ ' .12, What were sone things about recruit training that he did not tall i
4
| |
%! 13, Please tell me if the recrulter told you about any of the following. -5
*k! Did he tell you about: b
i f ' ‘. A
f " READ Yes | No k.
rﬁﬁ The daily schedule followed in recruit training 1 . @
%%? The harassment you might get from company commanders 2 o '
- C) The amount of physlcal exercise and conditioning in . f
B | training 3 2
255 The procedures for applying to a school ¢ * b
;Qi The type of duty assignments available after recruit 5 R {
&f training .
@_1 How much pay you receive on reaching grade E-3 6 " _;
- The nunber of weeks of recruit training 7 . :
- The types of behavior that are punished by discharge 8 "

é The type of discharge raceived if someone is 9 . ;
g dismissed for bad behavior 4
E ‘ The wroceduras for making a complaint about one o . i
4 of your supervisors |
i The purpose of tho battery of classification v . ]
i ' tests that you took at the start of training ;
. 14, Did you talk to rocrulcers from the:
L

b | - READ ¥es | No

1 ; Co) . Army? 1 ’ 3
2 ' Marines? 2 * ﬂ
} ' ‘ Adxr Force? k| *




q 18, , Apponaix B (5)_. 'l
j 15. Were you omployec( n a full-timo job at th;( ime you onlisted? |
f.gv . _ b
) | Yes 1
! ‘ - v
,5 . (SKIP 70 Q.17) |No 2
3 ' P
- ' i‘.
km { 16. What was your average weokly take-home pay? (RECORD AMOUNT) b
." . '.'
‘;‘. ¢ . * . s ,‘ -
) . ' ‘
~$ 17. What was the last grade in school you completod? ' B
i
iy )
“ 8th grade or lesn 1
b v oth to 1lth grade | 2 ]
4 12th grude 3
Y( ' | Some college 4 .‘:
i g
& College graduate 5 A
‘1 18, Do you expect to got any more formal education after you leave the f:
d Navy? 4
i" ' Yes h
i ' g
I No 2 !
ol - - (SKIP TO 0.20) |[eom- bl
| Not sure 3 K
! ! . :
’;*;; 19. Altogethar, how much more education do you expect to got? i
3 | — |
g - Complete high school 1 }
\'i Sonie college _ 2
? . Complete college 3
ﬁ Gruduate or professional schooll 4
b . Techinical training (outside 5 :
A sexvice) .
’ Othor 6
,_'\_ - - - ....| X
3 20. Are you married, enyuged, or going with a girlfriond now? ' X
[ g
- T - . ]
| (SKIP 70 Q.22) |Married 1 )
.; l i o Lngagd . 20y
g ‘ v b , coing with a ¢irl 3 N
{ i (3110 TC Q. 273) Moo of thene 4 1
i 3




4
o ( ( Appandix B(6)
f ‘
ﬁ' 21. Do you expect to get married within the next throu montha? i
X
;E. ; : Yes 1
. . ]
1 _ No 2
;@ ? bon't know v
g
wﬁ 22, Does your (wife/fiancee/girlfriend) want you to get out of tha Navy
M i or does she prefer that you ctay in?
JH.
ﬁ%i Wants him to get out 1
“@ﬁ Prefers ha stays in 2
R, {Mouwtzal 13
§ 23, (HAND CARD B) Now I'll read you a list of reasons why EOmaone TGRE
. - join the Navy. . Please taii e how 1mgorta2f cach of thoma:j?sons
. was in influencing you to enlist. How about (READ F'IRST REASON)?
- How important was this in influoncing your decision to cnlist? Was
o it Very Important, Somawhat Important, Not Vary Important or Not
-ff . Important at All? (CONTINUE WITH OTHER REASONS) .
o Ly ' . et
- ' ‘ Vory gomewhat |Not Very |Important
k] READ REASONS Tportant | Important| Important | at All
. ﬁ Not having a good job at the time 1 2 3 4
y , The opportunity to learn a skill 1 2 3 4
3 - or trade in the Navy
k. Things the recruiter told you 1 2 3 4
b , Encouragenent from your family 1 2 3 4
B
- or {riends 3
3 . The desire to be independent 1 2 3 4 1
¥ The desire to prove you were good 1 2 3 4 ;
b enough Lo be a sallor . ] o 4
% Thue opportunity to travel ) 2 S 4 }
1 -rﬁhnting to develop into mora of A
] , 1 2 3 4 A
! a wan . | [
' y Wanting to got away from 1 5 3 4 :
\ o
‘ |_Problems you had . e e e emees v b e o e 3
w'l t Tae opporeunity to serve and 1 2 5 P ]
; E defond your country
- T Wanting to be eligible for t.he 1 2 3 3 )
- G.1., Bill |
T, - —— e v - - - e b o 5 —— D e T
’ Wanting to spend some tina in : g
tha coervice until you decide 1 2 3 4 b
whitt you wanted to do in life | ;




" -
A

« tamplated recruit trainfﬁ., the Navy wanted 4

g o Appendix B(7)

,{ & Al s v
| 24, If, at the time i&

i to have a cutback in manpower and they offored to release you from
i () the service with an honorable discharge and entitlement to full
3 ' benafits, would you have:
4 ( READ)
Accepted the discharge, or 1
Stayed in ?

Aren't you sura what you would
DO NOT READ have done . v

25, THIS QUESTION NOT USED,

Ware you made a squad loader or RCPO, or given any othar leadership

e i
RO ST e ey e

. assignments in recrult training? _
: (SKIP TO Q.28) | Yes 1 ;
i No 2 1
! 27, Would you like to have been a squad leade:r? ;
" Yen 1 ;
No ] i

; 28, When you were in recruit training, did you make any parsonal requests
: from your company commander?

Yen 1
(8KIP TO Q.31) | No e

A R R e

R e

29, What did you request?

R ]
- P TV i i
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Appendix 3(8):
30, How did this pers(. react to your requests? (.oula you say: '

j ' le did what he ocould to halp
you, or 1

He didn't try to help you 2

31, Please tell me which of these werc covered in your recruit training
instructions? How about:

READ Yas | No
Tha type of duty assignmants a»diluble after you 1 .
! comploted training
; [ The pay you would receivae on regular duty as an E-3 2 *
; The type of discharge you would recelve if you werae 3 .
dismiused for bad behavior
one of your supervisors 4 ’
The procedurca rfor applying to a achool ) *

j The procedurus for expressing a complaint against
|

’ 32, Were you in the Delayed Enlistmont Program?

I )

it

33. In general, how satisfied werc you with the Navy at tha time you o

: complated recrult training? Would you say you were: g
READ 1

. K

Very satiafied,
Somewhat gatisfied,
| Bomawhat dissatisfiod ot |

i W] ]

i WTTE e i

g : Very dissatisfied?

ooy

34, (HAND CARD €) 'Thin card lists six factors that might cause somecone
&i to dislike the Navy. Pleaso tell) me which of thess factors caure
' you diasntisfaction and which do .not.

IF MORE THAN ONE "YES" CIRCLED ASK: Which one of these causes you
the most pronlems? CIRCLE ONE CODE 1IN Q.34A COLUMN,

e e

s e - —— e " e e . semscmer " e
——— o —— .

i [T 3T 0 34R |4
Yes No coL. |}

L "I Not enough Free fjmd each day . { .i..d@
- l { FiT—Not being mble to go home frcquently 2_|* |2 N
S by 3, Strict rulns and rogulntions B . 3 * ..u_*w_“%
y : - 4. Warassment from superiors A R - 17z ]
, §_.__P_uty assiqnmﬂnta you have had e g__A_“_T__m_S_i' I §

) ‘ % 6. aning no one LO_&”ES_&SEL~FYTPJ“‘"QB to Lwﬁ.”k*“mim_fi '“3
4

R SRR )T M




? ; plda- : . ApPendix 8(9)
3 y 35, When you lsave thz Navy, wnut do you think y;br chaices
- of getting a good job will be? will they be:
i READ
i | ) ' Vary yood, 1
. X / GOOd ’ 2
- 1 : : Not too good, or| 3
T : Bad? 4
L_:' i
i E 36. When you first came to recruit training, you took a battery of
. clagsification tests, How important do you think these test results
i © | were for deturmining the type of duty you had? Would you say
N | they were:
- READ
- Very important, 1
;2 : ' Bomevhat important, 2
B! J Not very important, or 3
- Not at all important? 4
U
v‘t o
A 37, Were there any men in your unit with whom you did not get along?
§';: Yas 1
- _ (SKIP TO Q. 39) | No 2
\ f;. »
. 38. Why didn't you get along with them?
4 . .

; 39, If you wished to éomplnin about your immediate supervisor would you
prefer to:

Use the chain of command, or 1

Go directly to your commanding 2
officer




' Ny = - —EE - - .

ﬁ . |  { —

f 40. Since reocruit training, have you had any supervisors who did something -

5 that you fecl should have been reported to the proper officials?

:g () Yas

i A . (SKIP TO Q. 45) | No 2

5»,‘1' .

;ﬁ: 41. Dpid you make a complaint? Yos

R,

- (SKIP TO Q. 44) | No 2

{i i 42. Was your complaint handled satisfactorily?

gﬁ T Yes 1

¥

-Eﬁ No 2

ﬁﬂ 43. Were you harasssd because you made the complaint?

Yes 1
[Go 76 G 43 o |2

g |

@%Q 44, why didn‘'t you make a complaint? ,

b

(o

o

o .

d

i t )

Bl

b

o |

.

By

1

"
;. i ‘45, Which of the following would happen if you made a complaint about a
i § supervisor?
A ] READ
3 * | The supervisor would be reprimanded and nothing would 1
j; happen to you, : f
b The suparvisor would be reprimanded, but you would be 2 -
/S harassed for complaining; or g
ﬂt_ ' Nothing would happen to the supervisor and you would 3 A
§: be harassed for complaining? 4
] ?' .
g 46. How do you think most enlisted menin the fleet feel about b
.ﬁ.’ 4 complaining about their supervisors? Do you think they: 3
READ v
g . [Are afraid to complain because of the harassment they might get, or | 1 i
: ’ ) b - —— - 3
- Do not ceomplain because it won't do any good, or 2 5

Are not afraid to complain whencvcr-théy fcel a néud to? T wu‘”?;. EL
- 10 .
}‘
R N s — y.ﬁ

\\;,‘m“ - - . . .



% 124, ( ‘, Appendix B(ll)

47. HNove you recelved any type of punishmont since you have beon in the

A Navy? v

,"; ( . Yes 1

' (SKIP TO Q.49) | No 2

i : -

R ! 48, What type of punishment have you received and how often did you

. - ’ receive it? (CIRCLE CODE FOR EACH RECEIVED AND RECORD NUMRER OF

" : TIMES RECEIVED)

' : fi o or g

! BICEIVED

»( Fine )

'{.l Roduction in rank 2

L Extra duty/K.P. 3

! Restriction 4

i loss of privilego | '}_ﬁ

il ' Correctional custodid G -
i pthor (SPECIFY) s
a ‘ 0
{{ 49, Have there been any incidents forx which you might have been punished “,j
i but were given a break by your supervisor?
P i ,
floL! 3 co },
3': ) J Yeu 1
i (SKIP TO Q.51) |No | 2 |
; : |
g 50. How many times @id this happen? (RECORD NUMBER)
: , } OF TIMES: “
\ : — by
@__ 51, Have you gone to a cluss "A" school? j
-. ' Yas 1 1\
- : (SKIP T0 Q.58) |No 2
i 52, Which one? 7




Appendix B(12).

~~

¢
N

53. Dbid you aﬁﬁly for or request this school?

Yes 1

' (SKIP TO Q.56) |No 2

54. Was that before or after you enlisted?
Before| 1

Aftar 2

55, Did you regquest this'traininq because you felt it would help you get
a more interasting assignment, or because you faelt the training would

be valuable toc you when you are back in civilian life?
More interesting assignmant !

valuable in civilian 1life 2

(CIRCLE ONLY ONE)

&5 56. How much do you think the training you received will help you in
i finding employment when you get out of the Navy: Will it be:

h 0f little or no value, 1

Of mome value, or 2

Very valuable? 3 b

Did you graduate from this school or complete the entire program?

| I i

57.

S MR T —r
.
N
STE T

Yean 1

T o

No 2

[ERTF 70 0.6

Since you completed recruit training, have any of your supervisor

' 58.
% encouraged you to apply for a school?
Yesn 1

TR it 2 KRR . i S T T

No | 2

=

BN e

T T e e

Have you ever applied for a school and been turned down?

.L 590
Yan 1

No 2

l ‘ 60. Would you llke to have gone to a Class "A'"school?

7 "ﬁ"-‘n—.ctﬁ-—:,ﬁqﬂ_‘_
B R
T e S, et e -,

; Yes 1l




]
..
a1
o ( N Appendix B(13)
E 61. Have you ever been ingtructed on how to apply for a change of duty
¢ station?
S YesT1
.::‘ ‘ No 2
y |
o 62. Have you ever applied for a change of duty statlion?
bl
P Yes| 1
]
fﬁ (SKIP TO Q.66)| No | 2
¢
i .
aﬂ 63, How many times did you apply?
i
W
5 ‘ IF ONCE, ASK Q.64
(h
g' IF MORE THAN ONCE, ASK Q.65
i1
i%j 64. Was your reguast granted?
“; Yes| 1
1 [EKGTTO 0881 Not?
f@ﬁ 65. How many times were your requests granted?
{:'_ll { }
| -
#: 66. Have you ever heen given instructions on how to apply for a change
S of job assignment?
i{' : !
p. | Yes| 1
’,__ I} No b
-ﬁ 67. Did you ever apply for a change ©f job assignment?
g
;-; Yes| 1
(SKIP T0 Q.71) [ No | 2 ]
i 68. How many times? i
“ N
IF ONCE, ASK Q.69
3 ‘ IF MORE TUAN ONCE, ASK Q.70
- 9, Wam i -ad? ' ——]
b 6 as it grante Yool 1 5
- [ N B
| A N
. ! ! ! . | R 041 i W e L vt
; SKIP 10 Q.'H.l




70.

B 72,

i I

74.

75,

How nany times were yo(' roguants granted? (

How many times have you baen home sinca you finished recruit training?

Were all of these visits on authorized leavae, or wore any of thoem unauthorized?

All on authorized leoave

Same unauthorized 2
Do 'you huve a car with you at this hasce?
Yox
No
How many oxruises have you gone on?
(IF NONE ASK Q.75 = OTHERWISE BKIP T0 Q.76) ‘
Would you like to have gone on some crulses?
Yes
No '

[SKIP TO ©.77

76,

| 77,

RETH

79.

Would you like to have spent more time or lessx time on cruises, or are you
satinfied with tho amount of time you have spent?

Like more time g3
Like laoss time
| satinfied . 3

For how many months did you have your lust regular assignment?

# OF MONTHS:

On your last regular assignment, how many nights a week did you usually get duty? :

b OF NIGHTS:____

On your last regular assignment, how many waekends a month did you usually get duty?

# OF WEDKENDS:

————— P ]  nasape -

- ] -
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o . Appendix B(14) =
70, How nany times wore yol. roguaots graated? ( ~7 R
QW) 71. MHow many times have you been home sinve you finishod revruit training? 'ﬂ
. Ry
72, Were all of theue vislts on authorized lcavn, or wure any of them unauthorized? . 3
. All on authorizod leave 1 ]
Saire unauthorized _ 2 é}
1] éi‘
73, Do 'you have a car with you at this bagse? ;
I Yus 1 3
| : )
| No ? i
.'
74. How many cruiscs have you gone on? E.
Xh
(IF NONE ASK Q.75 = OTHERWISE 8KIP TO Q.76) :
75. Would you like to have gone on some cruises? .
R
Y.. 1 ;.;
No ' 2 9
. ;‘
() [8KIP 10 ©.77 | 9
} g
76, Would you like to have spent more time or leas time on cruises, or are you éﬂ
satisfied with tho amount of time you have spent? ﬁ
. |
Like more time | 1 [
Like lass time 2 k
Satisfied . 3 .
77. Por how many months did you hava your last regular assignment? ‘
# OF MONTHS! _ i\

78, On your last regular assignment, how many nights a week did you usually get duiy? ~'

# OF NIGHTS!: ¥

79, On your last regular assignment, how many weekendus a month did you usually get duty? i

# OF WELKENDS: 3

- =11 - .

A A0S0 o SRR Lo G610 1.4 i S




Appendix B(1%)

<

——| W - 1

J48. - e e
80. (HAMND CARD G) NQ{ Ts=ild 1ike to ank you(i out several fugctors

that may be important ¢ » Jyou as a sailor, win card list the twalve
tive quentlons that 1 will auk alevt each

% )

s S

factors we will covar «
factor,
NOTE: ASK ALL FIVE QUEST! ¢]5 FOR FACH FACTOR BEFORE GOING ON TO THE

NEXT FACTOR

PR 250
~

A. First, what about vl : Was this similar to what

i
i you expected, or 4 reE
1
]

B. How important was (RE®> FIRST mc'r%a 1 Was it Very Important,
SOmevh?t Important, a8 WHE at mportant? CIRCLE CODE IN
COL. (B) .

C, And how satisfied wem: sfou with (READ FIRST !‘Ac'roa;z Were you
1 Very BSatisfied, Somew wt}l Sutisfied, or Dissatisfied? CIKCLE

' CODE IN COL.(C).
(ASX ONLY IF RESPONDEXT| WAS "DISBATISFIED") Do you think that

(READ_FIRST Fhs:gll s:fld have improved it you stayed in the
service or no K

CODE IN COL. (D).
- B« Finally, compared to the average lcllor’with rospect to REAsz
[

ﬁq FIRST FACTOR), 40 y#. khink that you were Better Off, Worse
' ot Abou e Same? CVJRCLE CODE IN COL, (®).

B0 | () |81, (ASK ONLY IF RESPOMUf/NT WAS "DISSATISFIED" WITH TWO OR MORE FACTORS.
1 IN Q.80C)., Of the fsfotors you have said you werae dissatisfied with,

b | which one caused p:« /the most dissatisfaction?
ENTER FACTOR # _

o

(1F REY PO/NDCNT WAS "DISSATISFIED" WIUH ONLY
ONE F.L°FOR, ENTER THAT NUMBER)

& "
. TTe A b o oo .
" A s ey et v e pem  ane
) ol 2. LT — . .4
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_ Appendix p(l&)__
Q.80 ( (
A TN N - DU SO S N
}‘ . Similar to Fxpoct )
What You || How Im~ || How Sat~ |l Improva= Compar ed
bl bxpected || portant ! infied mant to Othurg
:‘ ) e voe -
| o w81 |n ;
3 o :-3 4 ot Y
" ':E L 0 ’? 'Jd g g
y | M3 ;
\' ) '-‘ ved a‘ + b}
i , £ 9 | EJ i A g E b ,g
¥ [T ] ¥ E{ @ TR 8
g B gt by e | Ylm
k. v SN RES NERL g e e ﬂ 8 (4
i . Lt LN LN R R
b FACTORS Wl A NS (SRR E 2138 |:
‘h:y 1. Your Navy job training 112 3 wlelalalalalalalallalzls
2. Your work assignment on shore 1]2) 3 1213y f2(aftrlals J 1{2]3
«\‘ 3. Your work assignmant aboaxd ship 112 23 Lja|3bylajaggr{ajalirfais
i 4. Your suporvisors' attitudos vlaf a | aafafafalafa]afafa]2]s
' 5. Tha social lifa in the Navy yfa) a ffaalaffafalaffofafafafalas |
|.7.|' . -r—.—. — il I
b 6. Thu friendli f othe |
. . riendliness of other man . .
i;'l"l L in your unit 12} 3 |L1ja 311 2|9 Fl ajafiatals g,
.!: o men -...Jr- dtirmes - ,\
Your ability to change 8
o 7. 1]2) 3 Ljajpafprj2)3 vl atall viafas X
‘;-"l b—-u——mm: o - - \
‘_‘ 8. Life aboard ship (nggragg%gahle 12 2 Liajpaf b2 3 vf2{3f112]2
L - - i
3 9. Your rank Y2l 3 f vjafaffafa)afl vjalalf afals |
1 10. Your pay a2l sl afafal a2l alalafl of2]a |4
R .‘._.1.. f [ LTSy "
. j
| 11, Thoe redicd) cara and sevvices R i
; P availuble 12 3 1231012 11213 Il 213 :
i v VR NUSyS?| XSRS PRV SIURN | SUPR S -
b 112, The way civilians treat you 1121 23 V]2 LBJ‘ JP 213 Yy 2f 3y} 1y 213 b
‘!. 13, Mgulltionn -6?\.’2{}0“. and ‘—l... 2 :‘- 3 . 112 .3|!-l.} 213 f‘ 1 ) 2 3 i. 2! 3 t
: appearance. | | R
b | h P P
A 14, Treatment of dependants 12 a3l v %__l o2 8 1 o2 3 1203
A S ST REE (TS - L e e }
i
- 1
y
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] . ‘ ra Appendix B (17 |
! 4( (17

82. The next questions deal with the circumetances that led to your being g
separated from the Navy. First, I'll read you a list of factors, A
Ploasa tell me which of these contributed to the problems you have o
(o) had with the Navy. . How about (READ FIRST FACTOR), was this a 3
cause of any of your problems? (CIRCLE ALL THAT APPLY) 3
(READ) ' Yee | No 4
Being harassed by a superior 1 * <
Being criticized or punished because you made 2 * ,
A mistaka v .
Having family problems 3 ‘'
Hlaving too little free time 4 * i
Being donied a parsonal request 5 * i{
Having disagreomants with men in your unit 6 C ﬁ
Being falsely accused of doing something 7 * i
I
Baing dissatisfied with your duty assignment V*T— 8 * .
A
83, Please tell me what has happened that is causing you to be separated I

from the Navy? -

Ca——
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f ' Appendix B(18)
é 84. When you did thié] Jid you know at the time il At you could be | W
& discharged for doing it? '
43 . SKIP 10 Q.86 | Yoy l
4 ! No 2
"l .
ﬁr _ 85. If you had known vould yo - still bhove done je?
b ' Yos 1
4 [No 3
B Don't know/Not sure | V
{% 86, If you had your choico now would you rather stay in the Navy or he
W} diacharged?
? SKIP TO Q.88 | stay in
N R
i Be discharged
B bon't know/Not sure
il ' ™
}ﬁ? 87, What changes would have to be made in theNavy for you to
:W want to stay in? :
)Q‘ 8
i |
“~ C) q
ki | ' .
:
.‘{: :
] '
:& 88. In the time that you have been in Lhe Navy:
o ~READ
- Have there been times when you wanted
. ' to stay and other times when you 1
3 ! wanted to get out, or |
}f , Have you always wanted to get out, or 2 -
y SKIP TO Q.90 | Have you ulways wanted to stay? 3 '
|
o
i |
| 89. Did you ask your company commander, or anyono aelsc to halv you to K
3 1 5 get out of the Navv?
- l Yes
l", l, ‘ No p)
|
{
|
|
i




132, ( _{ Appenalx B(19)
90, Did you ever deliberately disobey any rules because you were not ! '
granted a requast?
Yes
No 2
91, Dpid anyone encourage you to try to get out of the Navy?
Yas
(SKRIP TO Q.93) | No
92, Who encouraged you?
Parent(s) 1
ALL Famale friend(s; 3
Agggs) Other recruit(s) 4
| _Navy _8supervisor 5
Other (SPECIFY)
0
93. Whan your problems with the Navy first ocourred, did any of your
puetty officers or officers give you advice or counseling?
Yes 1
(SKIP T0 Q.96)| No 2
94, Did you ask for this counseling, or was it offered to you without
asking? :
Asked for it
Offered 2
95, Was the counseling friendly and sincere, or was it cold and
impersonal?
Friendly| 1
Cold
|skipmo Q97|
46, If you had received advice or help from someone, do you think you
would have been able to adjust and stay in the Navy?
' Yas 1
No i 2
DEE[E know/not sure vV




EEEE T

e

Rt

3TN T

U PP e

i
i
Kb gt

97.

op.

99,

100,

101,

102.

103,

104.

. |pos.

QAR LT e L b e ket b

Your discharga from thd' avy may nut bc an Honorubl( ischarge,. Will you be:

Appendix B(20) 4

Very nmbnrrdusod.

1
Soinsvhat embarrassed, or p'
Not at all embarrassed? 3

Now I'd like to ask ycu somo questions on your background, First of ull, how old

were you when you joined the navy?

YEARS §
Did you enlist on the "Buddy klan"?
Yasn | '
_ No 2 |
How many months have you been in the Navy? |
M Monthg______w !
Were you ever arrested before enlisting? :
t{1] 1 %
(SKIP TO Q.103)[ No 2
Did you have to obtain a waiver to anlist? ‘ 3
Yo LN
No 2 ﬁ
Aro your parents satill alive and living togethexr? !i
(SKIPTO Q.105) Yes | 1 |
Ne b e
Is that bscause your: {READ) i
Fathor is dead, b
Mothar is dead, 4
Both Are dead, or %
Parents are alive but 4
not living togethur 4 !

what was your crada average in your last yoar of school? Was ity (READ)

A, (90 oxr abovo)

B, (80 to €9)

c; (70 to 79)

D| (60 to 69)' (/34

Pailing?

I I

e,

- en i
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Appnndingiglﬁ
106, What was the lant(.'ade of school your fathe:f\'omnlotad? ;

8th grada or lecss
9th to llth grade

1
2
12th grade 3
4
5

Soma college

College graduate

Don't know

107. What was the last grade of school your mother completed?

gth grade or lens
9th to llth grade

12th grade

Some collega
College graduata
Don't know

[ 28 od

L&

Si mi

108, What is (waa) your father's principal cccupation?
QCCUPATION:
KIND OF COMPANY: -
109, In what olty and state is your home?

110. Approximately how many people live in this town? (RECORD NUMBER)

THAT COMPLETES OUR INTERVIEW. THANK YOU VERY MUCH,

INTERVIEWER RECORD OBSERVATIONS BELOWt
11i, ETHNICITY OF RESPONDENT

White 1
o

Dlack

Spanish Spaaking
Other (SPECLFY)

- o ———

R -

{112, READING ABILIYY OF RESPONDENT .- . e v e et
Rospandent coyld road 1
respondunt hnd gora difficulty
rearineg 2
REATON AR @™ Gt iy =
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NATIONAL ANALYSTS ( ( Study #1-555
Philadelphia, Pa, Summer, 1976

MILITARY PEPSONNEL STUDY
VERSION &
MARINE RECRUIT SUPERVISORS

Time¢ Interview Degan: __PM

Time Interview Ended: PM

INTERVIEWER'S NAME:

DATE :

INTRODUCTION:

Hello, I'm from National Analysts, a survey research company in
Philadelphia, We are conducting this study to find out how supervisory
personnel feel about various aspects of recruit training and manpower
attrition problems. You were included in a random sample of supervisory
personnel on this hbase to be interviewed. All of your answers will be
entirely confidential, and this survey will have no effect whatsoever on
your situation in the Marines,

READ THE PRIVACY ACT




Appendix B(23
1, To start, I will mg ‘ion several aspects of r¢ <uit training. For
each aspect, please cell me whather you f20l tuat recruits have been
told enough by their recruiter about what to expect, or if they should
! have been told more. How about (READ FIRST ASPECT)? Are recruits
¥ i) well enough informed when they arrive at training, or should they have
e been told more?

i READ

:; Well enough Should have
B ASPECT Informed been told
- ' . more

i The daily schedula followed in recruit 1 .

8 training

- . The harassment they might get from drill P *

-ﬁ‘ : inastructors

. . The amount of physical exercise and con- 3 .

- ditioning in training

'%@‘ The number of weeks of recruit training 4 .

P The types of behavior that are punish- .
g ed by discharge : 5

The type of discharge received if some-

one is dismissed for bad behavior 6 *

The procedures for making a complaint
against a supervisor

‘he purpose of the battery of class- .
jification tests that are given at the 8 *
start of training D

e A~

g Classroom sessicns and tests 9 *

I 2. (HAND CARD M) Using this card, please tell me which of these items,
if any, are usually'covered in the instructions that your recruits
iy : get in training. (CIRCLE CODE IN Q. 2 COLUMN AT RIGHT)

i : 3, (FOR EACH ITEM WITH AN "*" - NOT COVERED -=- CIRCLED IN Q.2 ASK:)

! If (READ ITEM) were covered, do you think it would help to redu
S attcition? (CIRCLE CODE IN' Q.3 LOLUMN) P auce

BRITAy ST T e e

e




“Appendix B(24)

Which one of these factors do you feel contributes the most to attriq

of recruits. (CIRCLE ONLY ONE CODE IN Q.5 COLUMN)

P 0]
( [ NGt .
ITEMS ' bovared Coverad Yos
1. Procedures for applying to a school 1 * 1 1
2. A description of what school training . 'ﬁ
will be like _ 2 2 |
37 Ihe purpose of the battery of class~ ]
ification tests taken at the start 3 * 3 ‘
of training !
4. Procedures for filing a complaint R 7
against a supecxvisor 4 4 B
§. Types of behavior punished by .
' discharge 5 5
6. Types of duty assignments that can R .
be expected in the fleet 6 6
4. (HAND CARD N) This card lists elight factors that might cause recruitj
to be dissatisfied with training., Please tell me whether you think
factor causes dissatisfaction for many recruits, causes dissatisfact:
for some recruits, or does not usually cause dissutisfaction. ;
(CIRCLE CORRECT CODES IN Q.4 COLUMN) ﬁ
5.

Q.. 4 Q. 5
LCauses |Causes | Not a Cause l{Contribut
pDisgat-|Dissat~| of Dissat- Most to-
isfact~|isfact-| isfaction Attrition
' ion foriion for ;
FACTORS Many some ' )
1, The quality of classroom 1 2 3 1 i
instructions ;
2. The behavior of other men
in the unit 1 2 3 2

3. Not having enough free

time each day 1 2 3 3
4. Not being allowed to go 1 2 3 4 —q
home or leave the base |
5. Strict rules and regu- 3
lations 1 2 5
6. Harassment from superiors 1 2 3 6
7. The physical demands of
training 1 2 3 7 §
8. A feeling of not having }
anyone Lo take complaints 1 2 3 8
to

L b e & a———
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Appendix B(25):

8.

9.

10.

Generally, do recry'*s who graduated from hig& gchool have different
reasons for being A.ssatisfied then recruits vw.uo did not graduate
from high school? :

Yes 1
(skI1P 10 Q.8) | N© 2
bon't know Vv

How are these roasonS'diffe;ent?

In your opinion would it be better to put recurits with less than a
high school education in the same unit as men with a high school
education, or put them in separate units?

Put in same unit b

Put in separate unit | 2

In general what would you prefer to do with recruits who have bad
attitudes? Would you prefer to:
READ

A

Put them in spe~ial motivation units, 1
or

PR X

Ke2ep them in your unit end try to change 2
their attitudes?

Some people feel that men with bzl attitudes can he helped by putting
them in leadersuip pusitions. When you have a recruit with a bad
attitude, dc you:

READ
Give him a leadership position such as
aquad leader to see if this improves 1

his attitude, or

Do you wait until his attitude improves 2
! before making him a squad leader?

e

St O ' 1 0 KW B Nl N VA S 7 A8 TN i s o Tk b L
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‘§ ' Appendix B(26)
y 11, What are the mair{ ‘actors causing racruits ( develop behavior
b problems that leal to attrition?
K
& )
:“
3
g
b -
b
i .
E
x;{}] Lo
|$ H
By | {
1 F i
b |
Qﬁ
"3
'\E;; !
g
o
‘§; 12. Are you in complete agreement with the Marines Corps policy for '
L | () handling men who are behavioral problems or would you like to sce
<3 P thesa men handled differently?
b :
%w SKIP TO Q. 14 | In agreement with policy | 1
T?- Would like to see men 2
g handled differently
fﬁ 13, What would you like to see done differently? ]
. () :‘ -
3 ? 14. How do you feel about the number of recruits that are currently N
3 i ] attrited for behaviggﬁgroblems? Do you think the Marine Corps is: .
- t Attriting all that should be attrited, or [ 1 -
. é Attriting more than is necessary, or 2 1
| Not attriting cnough? . 3 X




Appendix B(27)

pe et e s A o

‘15.  (HAND CARD P) Lookinqsl = this list, plrase toll ma whl tlar you think each of tha
h

[‘a

i} suggested changes woulda Reduce Attrition Signifircantly; Reduce It Slightly, or

b ) would Not Affoct Attrition, or would Increase Attrition. How about (FIRST ITEW)?

% e {(CIRCLE ONE CODE FOR EACH OF THE 8 CHANGES)

ﬂ _ Reduce Reduce | Not

i SUGGESTED CHANGES SignificantlyiSlightly |Affect |Inernase
! 1. | Better screening by recruiters for proper 1 2 3 4
] attitudes of recruits . .

s '

%} ., . | Batter scraening by recruiters for mental ‘1 2 3 4

i abilities of recruits

?: 3. | Correctional custody platoons should put

b . _ | more emphasis on rehabilitation and less 1 2 3 4

i emphasis on discipline

o

g . | 4.] pridd instructors should be given moxe

{i authority to decide how problem recuits are 1 2 3 4

?J handled

§$ 5. | Lesa harassment of recruits 1 2 3 4

i

8 6. ] Drill instructors should be given more 1 2 3 4

X responsibility for schedule planning

V0 7.| Increased amount of friendly counseling for 1 5 = 4

i men with problems

! (o 8. Discipline standards made stiicter 1 ) 2 3 4

i | 16, 1In your opinion, what would be the best way to reduce attrition without affecting
' the quality of recruit training?

 —————
| o ]

17. Does your unit have anything like "rap rossions” in which a group of rocruits can
get togother with a supcrvisor and frealy oxpress their complaintse? ;

i 8KIP 70 Q. 20| Yes 1

Nn 2

M TR o i e i cera e o e e

-




18.

19.

. 20-

2.

22,

Appendix B(28)

Would you favor %& h sessions if thcy involx 1 only the unit's
e

commanding offic

and the recruits?

drill instructor and the recruits?

Yos | 1

No .| 2
Would you favor such sessions if they involved the unit's senilor

Yas | 1

No 2

Do you think that fewer problems would develop among recruits if,
at the start of training, they were given a detailled schedule of the
things to be covered thLrcaghout their training, or do you think that
the present system is better?

Detailed schaedule

l

Present systen

2

Do you think that recrults with compiainta should be permitied to go
directly to an officer, or should they be required to use the chain

of command?

Directly to an officer

i, Sl

e AR D f-.,;}." g

Vae chain of command

which of the following best represents what recruits
fecel would happen if they made a complaint againet their drill
instructor? Do recruits feel that:

READ

The drill inztructor would be repri~
manded and nothing would happen to them.
for complaining, or

The drill instructor might be repri-
mandad but they would be harassed for
complaining, or

Nothing would hapven to the drill
instructor but thay would be harasseod
for complaining?

-

DO NOT READ

Other (SPECIFY)
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P,

23. (HAND CARD R) A r a recruit has had a cay 'r counseling interview,|
ho may want monje waformation about opportuniuies in the Marines, :
Using this cerd, tell me if you &trongly, Slightly, or Do Not,Favor
each suggeation] for providing a recruit with additional career
counseling.

. Strongly|Slightly! po Not
SUGGESTIONS | Favor Favor Favor,

1, Each drill instructor should schedule |
meatings with his recrults and tell b 2 3 '
them what he [knows about opportunities A
in the flect :

2. One drill ingtructor in each series ?
should be (r:jined in career counseling 1 2 3 :
and the recr§its should meat with him i

3. One officer jn each series should be : %
trained in cfpreer counseling and 1 2 3 k:
recruits shojpld meet with him :

4. The racruit fhould be sent to §
the career cpunseling office for any 1 2 3 B
additional cpunseling he requives N

24, How much do yol like being a drill instructor? Do you:
Like it very much 1 5}
. ' Like it somewhat. 2 |
, Dislike it a little, 3 |
or :
. Dislike it very mueh? | 4 |

25, Now I'd lik» ko a8k you a few hackground questions for analysis

purposes? ~hjt is your present rank?
Sergeant (E-5) 1 |
staff Sergeant (E~6) 2 5
Cunnery Sorgeant (E=7) 3 B
Master (lst) Sergeant (E-8) 4
Sergeant “ajor (E-9) 5 |
26. What is ycur} =»na?
. y{ . _ YERRS
27. How many ,cfrs have you becn in the Marineu?
| ' YEARS



28. Have you had ary ( 1bat experience? ( Appendix B(30)

Yes | 1

() No 2
29, Diad you volunteer for drill instructor duty?

Yas | 1

' No 2

30. How long have you been a drill instructor?

t YEARS MONTHS

THANK RESPONDENT AND TERMINATE INTERVIEW.

—
o i iem s el i i
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